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ABSTRACT 

This document studies the role of unions, management, 
government, and education agencies (the social partners) in 
vocational training in Italy. Through an analysis of existing and 
historical structures governing cooperation and coordination between 
the soc.^al partners and the public bodies responsible for vocational 
education and training, an in-aepth investigation was carried out and 
proposals for improved dialogue at various le/els were made. This 
report is organized in five chapters. Chapter 1 discusses the 
analytical frame of reference, including the premises and the 
questions of the study, the diachronic dimension of the troining 
system in Italy, difficulties of the system, and the contemporary 
crisis of the system. Chapter 2 outlines new trends in participation 
in the training system, and Chapter 3 examines vocational training in 
three sectors: the construction industry, the banking sector, and the 
metal industry. Case studies are included. Chapter 4 is a survey of 
the attitudes of the social partners toward participation in 
vocational training, and Chapter 5 contains a summary and 
conclusions, as well as a note for future change precipitated by the 
present crisis. (KC) 
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Foreword 



T.US study is one of a series of 12 monographs on the 
situation in the EC Member States. Through an analysis of 
-is ing and historical structures governing cooperation and 
coordination between the social partners and the public 

etludr''"''"'' ^o..^ion.l education and training 
(e«luding general secondary education ana university 
education), it was intended: 

a) to carry out an in-depth investigation of the situat , 
commencing with the central regulatory instruments and 
dec.sion-making levels. These investigations were to 
examine the situation at regional, local and enterprise 
evels as well as in industrial sectors in EC Member 
States, and 

b) to develop proposals for the contents and objectives of 
an improved social dialogue at the various levels. 

The reports comprise two sections: a general analysis and a 
sectoral analysis. 

Although the general analysis was, as far as possible, to be 
rein orced by the sectoral analysis, the two were to ^e 
complementary, whereas the conclusions w..e to be directed 
more towards objective (b). 

ITonlTr' r''^'^ °' '"^ historical development, institu- 
tional involvement and problem areas was also to include a 
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description of the current situation with regard to the links 
between the world of work (employees, employers, industrial 
sectors and enterprises) and the world of vocational training 
(m-company, inter company/group training, school-based 
training - both initial and continuing - private, public and 
independent vocational training sponsors). 

Furthermore, attention was to focus on the degree and nature 
of the involvement of the socia.l partners in the development, 
implementation, administration and control of training policy 
programjnes, including the extent and nature of state inter- 
vention within the framework of this involvement. The 
following aspects were to be included: 

- analysis of legal regulations and collective framework 
agreements (education, labour market and social legis- 
lation, nature and extent of the autonomous powers of the 
social partners in the field of vocational training a 
specified in general collective agreements, sectoral 
agreements and typical enterprise-related agreements), 
and 

- investigation of the problems relating to existing 
cooperative approaches to vocational training, particu- 
larly with a view to the equal distribution of training 
provision amongst various target groups (women, young 
people, adults, early school leavers, foreigners, etc.) 
and amongst the various regions and sectors, and finally 



9 



vii 



'ven- 



- description of the different methods of state in-ien 

tion aimed at promoting the social dialogue on t:ne basis 
of selected situations and regions or sectors. 

In order to illustrate and give a realistic description of 
the existing situation, the nature and extent of cooperation 
amongst the social partners and government bodies were to be 
analysed in three sectors ; 

in a sector dominated by small and medium enterpr:lses or 
craft industries, e.g. the construction sector; 

in a sector characterized by modern industrial technol- 
ogy, e.g. the metal or electronics industries, and 

in a sector in which services and the employment of 
female labour are predominant, e.g. banks and insurance 
companies . 

in these sectors the intention was to analyse and compare 
work-place, employment and occupational structures 
(hierarchy) in specific areas in which appropriate data w«re 
available. The aim was to identify any differences in the 
social relationships between employees and employers, and to 
evaluate the involvement and participation of employees and 
their organizations in initial and continuing vocational 
training activities, including any eventual implications for 
career advancement. 
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Tne sectoral analysis was intended to illustrate the more 
general analyses and assessments, and to substantiate and 
supplement the findings with concrete descriptions, m this 
connection, the intention was not to carry out case studies 
but rather to evaluate existing studies and collective 
agreements between the social partners id respect oi: initial 
and continuing vocational training. 

The research work was usually accompanied at national level 
by individual ad hoc meetings between the institute ( s ) under 
contract and ths three Management Board members from *-he 
respective country, and at EC level by regular discussions 
organized by CEDE.vop and the contractual partners from other 
Mejnber States. 

The investigation covered a period of seven months. In the 
second half of 1986, the studies were carried out .n Belgium, 
Denmark, the Federal Republic of Germany, France, Italy, the 
Netherlands, and the United Kingdom and they were concluded 
in early 1287. The studies in the other Member States were 
conducted in the course of 1987. a synthesis report to be 
prepared on the basis of the twelve country reports, will 
attempt to collate systematically the most important 
conclusions, common trends and results in order to promote 
the dialogue between those concerned both in the Member 
States and at EC level. 

The individuals, independent scientists and scientific 
institutes under contract were, of course, free to adapt the 
set outline for all twelve investigations ;:o the prevailing 
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conditions and ci.ting .nstituticnal frameworX in th 
respective countries. ""'eworK in their 



on behalf of the authors, too, i should liMe to . 
Sincere th.nKs to the Members of the cedeI , ! 
fro. the respective Member Stat.s and to L ''^"'^""^^ ^^""^ 
and individuals fro. the enterp ses train """" 

-ie. and to e.pio.ers. and rr^\":„: ;:„::i-"^ 

their support in this work, we hope that ^^'^"'"'^""^ ^"'^ 
wai help to pro.ote better and cln": u ivru„::r^"i""" 
espite the existence of very different intere ts and 
load to satisfactory solutions to the prevailL c T 
facing the development of initial and ! ! ' 
training. ThanKs are also eKte„ded^ 

- ..e.fruitful and succe^:::^:o^r ilr^aVraT- 
certainly not an easy subject for investigation. 



B. Sellin 

Project Coordinator 
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INTHODUCTION 



The system by vnioh tne social partners participate ^'n 
vocational traiains Italy is under.oiae a process of deep 
transformation, ine '.raisf orr.>ation involved emerges at the 
intersection between the changes taking place in the training 
system snd those occurring in the industrial-relations system: 
on tae one nand, the field of vocational training nss becone 
crucial terrain for confrontation and debate, while on the other, 
the roles of the partners condition tne training niechnnisras. The 
present paase is, therefore, characterised by a uidespread awareness 
of tne state of crisis and tne emergence, on a trial-and-error 
basis.. Of new tendencies and experimentations, ained at overcoming 
the drawbacks of inefficaoy in participation in the training p.^ocess, 
With a View to restoring to the industrial-relations system both 
credibility and functionality, while rendering training more adequate' 
to the needs of enterprise and tne workers. 

The purpose of the present report is to identify and discuss 
in prescriptive terms the critical aspects cC the ..echanisms behind 
the participation of tne social partners and new and innovating 
tendencies, so as to offer a basis upon which to put forward 
operative proposals for reform intervention. Tnerefore, the 
presentation is goal-orientated and anUytically selective, without 
claiming to be e.vbaustive. In the ADoendi>res we nave siven an 
outline of the descriptive background and the statistical data 
elaborated during the research. 

In tne report we proceed, fro.n a .^isthodological point of 
view, by a series of successive aporoximstions from interpretative 
to concrete mecnanismsi tne opposite was impossible due to the 
lack of sources sufficient fo develop tne soundings empirically 
at a quantatively si.jnificant and statistically interpreta ble level. 
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1.1 chanter X we prftsent,i.-i 3cns~atic forri, an ar.alycical 
reference picture which illustrates t;i3 basic hy.^othesis of the 
work, taat is tae correspondence 'jetween trs«.ini.-i.^^ systems v.nd 
industrial relations. ?ae Hypothesis is supported bot;! by a 
com^^r'ative scae.Tie of the tr.xonomical .-nodels ref.errod to a number 
of different national systems, and by an identification of th2 
hi3tori cr.l phases in tae Italian system. Tno two schemes ( dinchron 
and synchronic) help to cnaracterize the present situation witii 
resard to the decline of the "trilj-teral a^reojent" niodel wirhin 
tne training system, and to the tendency towards selective ".'..-nportat- 
ion" or orisinpl "imitation" of various foreign experiences. 

In Chapter 2 we describe synthetically those which we 
consider to be the qualifying^ tendencies of the evolution ta:<in3 
place. To this end we make use of synoptic tables of the novelties 

in legislation, in collective contracts and in firm-level agree- 
ments stipulated by a number of enterprises ro rive an idea of the 
structure of tae initiatives, of the range of the questions invol- 
ved and of the main differences and similarities. 

Reference to a number of particular sectorial and 
regional experiences , which permitted us to enter more closely into 
the merits and details of the problem , is the basis of cha-pter 
2^. Tne analytical matrix, common to the otner national studies 
in tne GSDSFOP programme, offers a picture of sectors within 
traditional industry ( building), within the advanced ( metal 
and mecnanical ) area and within the services ( banking), and 
examines regions of the north (Lombardy), of the centre (Tuscany) 
and the south (southern Latium). These three .areas examined 
corrispond with the three models of development and underdevelopment 
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that nave been pointed out oy recent literature C3a,nasco ,3ec.c..nx 
irusco, fu4, ?aci) and wnich :nave been defined ao tne 



■nr^o Italies'. 



Ve carried ou^ a survey (clna.ter ^) by «eans of selective 
. interviews .it. representative observers coacemins the attit,,., 

or, the social partners with r...M to n...... 

trying to grasp those elements of a critical and prescriptive nature 
that the analysis of the parners themselves emphasised, availing of 
tne benefits offered by th. fact that the survey was technical and 
.^-Official. The outcome is an amply critieal.som.times ruthless 
Picture Of the role of the social partners and a useful indication 
Of t:,s interventio-, priorities and of trends in rosearc, and 
experimentation in this field. Both the diagnosis and the quest for 
solutions prospected proved to be in line with our hypothesis, but 
the survey permitted to avoid indulging simply in the discussion 
Of our own Judgement and proposals ( thus avoiding tae risi.s of 
personal and ..external" Judgement and the ris. of excessive caution) 
and allowed us to ma!<e use of the concepts and'woMs"of t.e social 
partners themselves to discuss tne difficulties and the prospects. 

Tne report closes (chaater^J) with a ssnthesisof the ,rincio=l 
-suits and indications for further research: the conclusions reached, 
in fact, must be considered as interlocutory and a first .tep,tov,a-^s 
.^ore detailed inquiries which, following a specific method, should" 
identify the positions of indivldo.1 
companie g^ 

are gratefa to all those who offered us their advice.inf ormat.on 
and documentation, thus helping ud to carry out our research, in 
particular the representatives of the Hiniati^ for Labour and the 
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social partners, the participants at the semioarg of October 
1986 and February 1987, during which we presented and discussed 
the preliminary findings of the research; the Ministry for 
Labour and the Presidency of the Council of Ministers for having 
backed and ajted as host to the seminars and the work 
meetings i to Xay Mcr ?thy for skillfully translating the 
report (written in Italian) and trying to make English sense 
out of Continentil culture , and finally, Mrs. Pi a Cardillo 
without whose patient and expert secretarial work this report 
might never have seen the light. 



P.G, 

for the work group. 



16 



CHAiT£3? 1 



The analytical framo ^--f 



erence 



« 



17 



!•! The oreruises and tne ^auestions 

Recently, in Italy and in the rest of Europe, one notices 
a renewal of interest in the way training systems function, both 
in terms of political and cultural discussion and of conflict 
between tne social partners regarding the questions of control, 
running and financing of training processes, 

'■^nese aspects of consent and conflict, of dialogtie and 
confrontation among the social partners on the matter of vocational 
training have not received sufficiently exhaustive treatment by 
researchers and writers. IVhat is wanting in particular is a 
systematic approach to the study of tne relationship between 
the evolution of the training system and the transformation of the 
industrial-relations system. In fact, there has been no complete 
analysis of how the different forms of supply and the characteris- 
tics of training programmes are related. Pnere has been no study 
either of how tney interact with tne demands of the social 
and production system and the objectives and strategies of the 
subjects of the system itself and how the structuring and the 
organization of the training processes determine and are determined 
by the structuring/segmentation of the labour market. That ,nowever , 
relations jetween the social categories and tne institutional 
parties must enter into the structuring of tns vocat-^^nal tr/.iains 
system may appear^ obvious if we consider two fundamental function- 
of vocational t:'3ining: 

1) on the one hand the r iquisition, transmission and C3veiopm9nt 
of knowledge and labour skills; 

2) on tne otaer the definition of the oositun of the various 
partners within the employment set-up ,withi i the labour market 
and the social system. 
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-o m.o h^^othesis or fa. rese.ro. wi3n,. to escoli-a a 
3pe=irio and .o.ecise corrispendence o.twe.n rela.io.a o.c...^ 

.o=i=.x ,a.tae.s aad trai.i... prooasses. Ve .old 
=orrespoad..ce .etweea the dirf„..t phases 1, t... e.oiat^oa 
or the vocational trainihs s.ste™ and the h.sto., or Jd.s't..,! 
reUtxoas U no .ere h..p.od.= t or a va,.e and general ho.eostatic 
X terdependence he.ween the social and p.od.ot.ve s.stoos. ou- that 
- r.o™ a h,.,,,^,,!!,,^ J 

or industrial relations and the crisis or ,rores.,ionaX 
training, and that, tnererore. it is or vitaX importance in order to 
ro.e.ahXish conditions or r.nctionaXit. and consent within the 
social and productive system. 

"Tne suh^ . thererore. or the research is the role pla.ed 
.e sociax Partners in .ocationaX training and the chanjs 
that th.s roxe undergoes in reXation to the transror^ation or the 
yste. and or the reaX Processes or training, hut aXso the roXe 

it\"irtVT"''°'"'^""°" — 

w h.n the rra^ewor. or interaction C conrXict and coXXahoration) 
-twee„ the sociaX partners. Thererore.the historicaX dimension 
^.d t.e attempt to derine pXausihX. the dirrer.nt phases in the 

historical evolution of the role of ^ho 

. ^""^ partners in vocational 

training. assume primary importance. 

The refer ence modpi c 

Let us tate as our point or departure, ror tne sake or 
comparison, an atte.pt at creating a taxono., or PossihXe and ' 
credxhXe .odeXs or training systems drawn up on the hasis or the 
role pxayed by the sociaX partners ( see Garonna-Ryan) = 
X) th xeotive e..„..„._ ^^^^ 

a..»ed at preventing competition «ith and substitution or e.pXo.ed 
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adults. Thii .nod?! i.uplies job Gecuriuy for tne employed 2rA 
prevfilence 3f training outside the fir.Tis ("parkiag"). Training wii;hin 
the firms, •.-.•hen not o.i-tn9 -.job, is Li-r.ited to retrFii.iinf^ of 
adult workers to suit the runnings of the internal aarket or aimed 
at the absorption of redundant workers laid off on account of 
restructuring. In tnis .node" tae d irect involvement of the social 
partners in the training processes is generally lov;,out involvement, 
mediated by the institutions ^ay be high. 

2) The model of reoiulated .and "subordinate" inclusion both of 
young and adult workers coainj from the external market througa a 
structured training system outside of enterprise a.\d in close 
connection with the educational system. This system is compatible 
with Si regulated but significant turnover on the external labour 
market and with internal, but not rigidly closed markets. 

3) The model of " unregulated competition " between workers, with 
a revitalization of the r^econdary market ( of labour and jobs), 

the marginalization of training, the costs of and the responsability 
for which are placed upon the shoulders of the single workers. 
By definition this model excludes any kind of involvement by the 
social partners. 

The firs t model, in order to function effectively requires ( at least 
two important basic conditions: 

1) first of all a continuous growth of employment in a context of 
ample supply of labour. 

This was the case, for example, of the Italian economy of the second 
post-war period, V/nen this growth oea3es,the voluntarj^ turnover 
tends to become ri^id and the guarantee of job security becomes 
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^iadias, tlius cx'eatiag conditions of ri-idity and the block of 
the outflow towards tne ^.-ternal market, This mokes all sectorial 
shift of labour and any kind of industrial roconversioa difficalt,. 
2) The second condition is of a micro-economic nature and concerns 
a strongly internalised organization of the labour markets with 
a Tayloristic structuring of the production processes and f ragmentatioi 
of tasks, standardising an^ deskilling of the Job content. The need 
to m.ike production modules flexible and skills multifunctional 
causes the need to open up the external market and/or retrain staff. 
This creates a crisis within seniority patterns, within automatic 
career advancement mechanisms and Job security systems : all 
necessary to the working of the model. 

The second model, on the other hand, allows for some 
forms of employment and unemployment sharing. The consensual 
and. co-managed use of in-firm training allows for a better 
regulation of labour inflows and outf.jws and of mobility on 
the external market. This model, therefore, has shown itself 
better able to support the pressures caused by economic crisis 
and by intensive technological change, even if it becomes difficult 
to apply in the case of acute unemployment. It is particularily 
suited to labour markets of the "occupational- type, that is 
markets based upon systems of classification and organization 
of skills and trades on the external market (Marsden). 

The third . model is more abstract and ideological; even 
Where it has been pr:)moted and preached by Governments in office 
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it n-ns not been very ri ;jro .'..r-i.'/ 2? ;ii-?d, 

i?'-.e33 tnrse scie.ViG:: of intsrpra- ^I'i :)n aav3 .lo clciim 
to realisi, even ir - oily by way of illustration- we -i^rit 
associate tae .f^.rst wit.^ tae ?reacn .vid Italian e::p -rie.nce , 
tiie second witn Ger:n?iny » oweden a-id Austria, tiu tnird v/ith 
the United orates and Great J^^^itain • The tendency that aaenis 
to enerse, accordin,^ to us, in the chief industrialised coun-ri 
is the "iilutnn" or tne " enrichir.ent" of the basic .nodel of 
vocational triining and t.iau one notes also sor.e interesting 
hypotheses cf convergence. For example, in France and It?.ly, 
where tne selective exclusion r.iodel prevails, tnere have feeen, 
recently, interesting si.^ns of a possible evolution towards 
"inclusion" accompanied by a significant strengthening of the 
negotiations role of the partners. This is the case, for exanpl 
of the reduction of apprentice salaries stipulated in a nunber 
collective contracts in the artisan sector. This points to 
an interest on tne part if the trade unions in re-evaluating 
and re-regulating apprenticeship, up to now considered as a 
mechanis.-n of mere employer exploitation. This is also the case 
with tne hypotheses of regulation, by means of "silent consent 
on tne part of tne social partners, of traini-.g procrammes in 
tratti di f ormazione-lavoro" or C.P.L. ( that is training- 
employment contracts). 
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^•^ '^^e diachronic dimenajog of th^ trainivT cygtem in Ttt^i^ 

^'"^ tne system of coordinates that we are creating to the 
-•J cross-section classification, we add .a attempt at analysising 

_r . tne system's historical dimension in order to distin3uish different 
Phases in the interaction between the background, technoio ^cal- 
organization trends, industrial-relations events and the training 
system. 

la the scneme on page 12 we have indicated three historical 
phases which correspond with different economic and technological 
scenarios, applicable to many of tne industrialised countries. 

The interaction, on the other hand, between matters of 
industrial relatons and the evolution of the trainiai- system 
presents aspects of a /ery specific nature connected with the 
historical origins, the culture and tne iastitutions of vocational 
training and of the social partners in Italy. 

During the first phase , which coincides roughly with the 
fifties, a particular dual system of vocational training with different 
types Of involvement of tne social partners, emerges. On the one 
hand oohools and Centres for . vficational training arise as a 
result of initiatives and contract agreements that involve at 
local level large enterprises and industrial groups and professional 
organizations. There was a tendency to externalise and structuralise 
the training process without , however, delegating it to the public 
sector, thus leaving to the social partners all the responsability 
ahd all the control. From the point of view of the contents, the crafts 
type qualifications, requested by the traditional industrial sectors ■ 
in expansion, prevailed. On tne other hand, a parallel "school-like" 
public system, aimed at basic education or re-education, tailored 
above all for the "parking" and selection of the unemployed and 
at lessening social tension, emerged. 

Ieric 23 
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Over the years we witness an increase in i.-nportance 
of the public system and a ^rowing interest on t:u part of the 
social partners in taking active part in tne training process 
through mediation and control of the public structures. 

The latest emblematic act in this slow and long process of 
transition from a prevalently direct type of participation 
to a prevalently indirect type , mediated by the institutions, 
may be considered the closing by the CGIL (Trade Union Conf Gder=-.t- 
ion) of its training institution; an example not folio-./td by the 
other two main unions. At the same time specific tra',.iing tends 
to become internalised with the consequent loss of role by the 
trade unions, ^iven the organization difficulties encountered at 
firm level. 

In the sixties the consolidation and extension of mass 
production, and Tayloristic organization of labour, out-of-firm 
( or in-firm theoretical) training loses its importance; apprp^n- 
ticeship is looked upon with suspicion by the unions due to 
risks of substitution/competition endangering adult workers* 
Jobs. 

The involvement of the social partners becomes more 
antagonistic in connectioi with both in-factory ( ap.:'rentic8~ 

ship ) and puolic-systera training. The fundamental points 
in the social partners' strategies are the following: 

1) the unions seek ( and obtain) a bindin.^ regulation ( by- 
legislation and collective contracts) concerning above all 
apprenticeship and the protection of the rights of student- 
workers (policy of "rigidity"); 

2) trainiig is seen simply as a cost for enterprise and as a 
benefit or a right for workers. Therefore it becomes grounds for 
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bcrgainins antagonism as a protection device and a f.-in.e benafi^ 
Not tnat the aspects of investment in hu^an capital aro .noredi ' 
but tnese are considered as being a aere ■'externality", in that 
thsy can not be appropriated by tne single enterprises. These 
tend. therefore. ( in the logic of free riding) to »a;<:. the cost 
rail upon the shoulders of the public system as far as trade union 
pressure «ill allow. Phis cnaage in outlook can be Justified besides 
oy Changes in technology and in the organisation of production, 
by the trade-union strategies which permit the emergence of the 
implicit agreeaent or compromise pattern" duri.g t.ose y^ars. The 
union thereby abandons control of the internal markets, of skills 
and occupations within the 'production processes in order to 
concentrate upon a-political" reunification of the labour market 
( through the so-oalled "operaio-massa" or unskilled labour) and 
the reoentralization of the industrial-relations system. 

At the basis of theses strategies lie trade union unity 
and a model of ■■political tradeunionism- ( see Garonna-.^isaui,1986) 
Which have co.e to the fore ov,r the past few years. Training withi- 
•hxs framework changes f.om bein.^ a professionalising and sooi.lis^ng 
.ecnanism to becoming an instrument f.r tne human and cultural 
oetterment and for improvement of the "political awareness" of 
tne workers ( see the so-called 150-hour e)c?erience) .« 

The abandoning of apprenticeship,„en aa an antdated instrument 
and as a .eans of exploiting workers, is emblematic of the union -s 
tendency to renounce control and collective management of skills. 
The abandoning of contr ol over available Jobs and the application 
• Following the rignt to study principle recognised bv the ",/orker's 
Statute" Of 1970,- collective contracts established a total yearly 
amount of paid leave for study purposes, ^et at 150 hour.. 



of the rat . -jTor-the-job criterion ( ssee "inquadraniento uaico" 
and "ugualitarismo" *•), were justified by the opportunities 

of Job enrichment and task-rotation thac are potentially present 
in this strategy, even if in practice deskilling )revailed* 
However this strategy was widely used in negotiations to increase 
pay at lower levels and flatten differentials by means of autom- 
atic adasncements that did not modify job content. 

These changes did not occur without difficulty and contra- 
dictions. It is worthwhile pointing out, by way of example, the 
fact that the blocking of turnover caused the agins of .the. .■ 
labour force and a tendency for in-firm ( or continuing ) training, 
,1ust at the moment when the institutional system tended to v^hift 
training processes outside of the firm and reduce enterprise train- 
ing 'to mere on-the-job coaching. 

Pinally, the role of the social partners and of collective 
bargaining in vocational training has been conditioned by the func- 
tions performed by the" training system in obtaining, maintaining 
and managing consent. This was required in order to sustain the 
complex agreement or social compromise which has been the basis 
of the "flexibility" of the institutional mechanisms and of the 
labour jiarket. With a view to this, the contribution of the social 
partners has been determined in relation with the function of 
"flexibility" of the labour market, even if it is necessary to 
underline the fact that the model of flexibility that h?« 
developed in recent years is specific to the Italian socio- 
institutional situation ( see Garonna-Pi^ mi 19S6). With regard 
to other more traditional functions of tra.\ning, that is, the 

The first term indicated the classification mecnanism introduced 
in the 1973 contracts whereby wage-earners and salaried employees 
were all placed within tne same hierarchical scale of skill and pay 
The second refers to the Union's strategy of reducing pay differ- 
ential. 
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effective transmission of knowledge and skills and the 
orsanization of social stratification, tne role of the social 
partners has shown itself , in tne lon^^un, to be li.-nited 
in its imoact. 
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1»^ Develoonient -tni U '- faculties 3f -rri- ^'irti jone?rf prion ..■ithi- 
the traini.ifT system. 

Durin,v tne seventies, psrillelly to the process recentraiiiaci 
of the industrial-relations system, a triinirig system inspired by the 
tri-partite concertation model developed, its basic ch'.racteriotics 
may be schenatically listed .-as follow;.': 

1) trailing by the firn loses importance and with it participation 

by tne social .partners in training processes within the firm diain- 
ishes. .^t tne same time interest and participation in instirutional 
training, especially in planning and centralised control of the 
training network, increases symmetrically; 

2) apprenticeahip loses weight both quantatively and qualitatively as a 

privileged cnannel of entry into tne productive system for the 
young. This result is due aboae all to the limitations laid down 
by the law and collective bargaining (" even if apprenticeship is 
still important in the submerged econoT. and in illegal forms of 
recruiting) j 

3) the entry of the >ouns into tne industrial system is governed 
institutionally on monopoly principles by lis^^-order hiring within 

an obsolete framework of occupational classification and ad-.inistrativ 
mechanisms, and often not applied^ 

^) tr-ini-iG processes fall for tne most part under the control of and 
become tne responsability of the public sector, as taey are consider- 
ed an insti , jtional mechanism for the management and operation of the 
external labour market. In tnis context the principles upon which 
the definition of the role of the social partners in tne training 
sys is based, are fundamentally three: 
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1) "deregulation" of the proceasss or acqui jii rio.i and transmission 
of skills ••/ichi\ the irodactio.'. proce.<3s. r.-ie explicit a.-id i.''i;lici- 
rul^s system thac ;ov3r.ns triiniag v;i:ai.i t.ie ;roductiva process, rron 
apjrenticashi? to o.i-th3-,]ob cop.chi.13, to tne firn's school, ^luher 
disajpear or :ire we-akeiied. This in part answers the .need for differ- 
e.nti-tion of skills due to the i.nte^ration of th<3 1 \du3 trial structure 
and to deceatralisatioa * ^'^^ above all i: rsflacrs t.ie strate.^-ies 
of tne social part.ners th-.'it lead to a "Isgiaiating rejul -ttio.n" 
of th-^ production process, t.nac is entrust:. 15 th^ law with t;i3 t.^sk 
of dafi.-iing and protecting t.ie workers' rignts within the pro'uction 
process ( the '.orker'a Statute) in tne for.^i of positive rig.its for 
the sinTle worker, thus displacing collective for.us of regulation 
and control. Rights are also recognised to the workers' org-anizati ons 
on the basis of a representation claim, but not to *:he orsianization 
of the workers which is l?ft very much to the definition of itself 
and at the mercy of the power struggle v>rithin the political-tradeunion 
area«, 

To this inipoverishnient of the content of participation, detejrniined 
by delegation to the politico-juridical system corresponds , nowever, 
a new a.nd important role of the politically more influential trade 
union orp;ani2ations. These organizations began acting as a lobbying force 
over Parliament to promote legislation and as a controlling pressure- 
group considerable social weight ( although not always able to 
have the law respected or even judicially applied) . This deregulation 
of the actual training processes was achieved by politicizing and re- 
centralizing collective bargaining by iieans of "levelimg" policies which 
flattened salary differentials (uguali tarisrao ), by "inquadxamento unico" 
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scaemes, by frequent recourse co automatic devicss suc.i is the 
"slidi:is scale", list-order hiring ^tc, 

2) Trai.iins represents an increasin^y more inport.->.,it .ispect 
of public subsidies and social assistance to the unemployed. In 
fact, ii the period itnnediately after tiie war tha trui:u.i3 system 
began to be considered an integral part of aaemolo.vnen!: re?:uljtiQn 
rather that of employment regulation . it developed (in l<^^) alaost 
within tne same context as tne new rejulation of the Cassa Integraaione 
Guadasni,Ca^.) that is the Wages Subsidy Fund, and the employment 
exchange system. In this social protection system, where no unemployment 
benefit existed nor was desired ( as in other countries), where 
the over^ridins interest was that of guaranteeing the employment . of 
the adult male head of the family, the social welfare system was 
based upon a system of ..age Subsidiet in defence of employment 
security and the settina up and utilization of a network of training 
centres ( public, private and semi-public) as centres of^ alleviation 
of social stress and of regulating the entry queues. Naturally, the soc- 
ial and political forces ( from tne reli.^ious institutions to the 
pol ;ical parties, to the trade unions) played a fundamental role 
i;: the management of this institutional network, seen as places 
for "parking" and educating youn.^ people vocationally. Investment 
in human capital was considered tne almost exclusive prerogative 
of the workers, a sort of fringe benefit, the cost of which was 
charged in part to the firms. Training was .boxre all a matter of 
"individual rights", an extention of basic education and a 
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specialization in cultural "soci'iiization" aad i.i political 
education ( o.ie recalls a-ai.i tae 130-hours ex-jenence) . 
Trainiio: ,,33, therefore, rooted niore in che :n^rket than in 
enterprise, in the provisio;: of culture to the people than in 
the objective reality of the processes. Even when the sin^-lo 
(large) fir.ns developed their own training car.tres, the p-irticipation 
of the persons involved did not concarn 30 -niuch the transmission 
of technical skills required to aake the production processes work 
or change, but concerned more tne relationship with the external 
market, socialization and learning the '-culture" of the enterprise. 



3) The ."or£:anistic" a) broach of the social partaers . Pluralism 
is one of the fundamental characteristics of the Italian 
industrial-relations system. This is not .0 rnuch ( o.t solely) because 
different trade unions represent different . segments of the labour 
force, but because different trade unions represent tne 3ame 
sector of occupation and skill. 

Membership of a trade-union organization depends, in fact, 
upon snaring a certain political outlook or ideal regirding the 
transformation of society, and anyhow does not depend upon 
Shared professional interests. In tne seventies tae divisions 
and conflicts -that represent the -pendaiat of pluralism were 
considered as a sign of tne weakening of the bargaining power 
of tne workers. The unification and strengthenina- of tradeunionism 
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in t.ie seventies was based upon a process of poUticiznrion 
and recsntr^lization of industrial relations, which .-Tiade 
use of the ?nilosophi-,s bouh of Christia.i solidarity md 
of Socialist classism, la this context, the selective aaturs 
of specific vocational training, especially when carried out 

wi'Jhin tne firm, was seen as a possible obstacle to effacirive in- 
volvement of the social partners. In fact, iu implied the risk 

of "dividing- the workers on tnebasis of jobs and skills. 

Therefore, the participation was limited to pre-employment 

and basic trainiig, to the planning and the control of the 

training system outside the firm. 

^he contemporary crisis of the tr^m in-T system And of tne 
industrial- relations system. 

Ii t^e seventies both systems entered a phase cf deep 
change characterised by timing an.l modalities such as to 
suggest important poiits of interconnection. With thi loss of 
political unity by the trade unions and the weakening of the 
thrust towards tri-?artite planning, the participation of the 
social partners tends to reach our towards new aspects of trainins 
and towards a more direct say ia tne processes. These trends 
emerged after the model of training design reacned tae apex of 
its application thus showing up fully its weakenesses and the 
si ns of its decline. This took .lace in the second naif of the 
seventies, ptjticularily during the period of the ^national-" solidarity" 
Governments. The principal attempts at reform intervention in 
connection with vocational training in this periud may be regarded as 
emblematic of these weaknesses: 
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1) Attempts at refornins tha public 1 laour a.-tcni.ige zyszem .r.ove 

i.i -.Indirection " tri-;).?.rtite .-nraas^ment " o:" tne labour rnarkst 

flows. divided into diffsrent paases : i.ifornation, .ictiv- iaternediatio 

l3.7isUtive aid barsai.iia.3 regulation of :nobilit7 -id re-e.-nployrneat 

of redu.ida.-il: workers. Eve 1 if some of tiiase aechaaisr.is have 

survived and uave been institutionalised by law in the eirnties 

( see chapter belov) prevailing lof;ic h?.s subseque.itly 

taken the ODposita direction towards fle:vibilit7 and "de- 

legificarion" to allow room for barsaining, especially at local 

level, and in con.;ection with specific problems (company reorganization 

courses, ao.;>r9nticeshi? etc..) 

2) Legislation over the 1977-78 period in favour of youth employ- 
ment established a new form of entry into the labour .market: 
the "work trai.iin: contract"- or C.P.L. . This instrument in its 
original formulation corresponded with the tri-partite concertation 
model and foresaw joint Regional Commissions for the olannin?-. 

* Of 

orientation and control of training processes. The results have 
been unanimously judged as disappointing with regard to the 
level of usaee and efficacy on the youth labour market ( see 3, 
/Iruno and Garonna 1956). The complicated and ambitious 
admin atrative machine foreseen by the law for .the "thorough" 
management of labour market currents, including training processes, 
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involving the social part.iars, che loc-^l auc.lorities aii the 
central state bodies,. lever oecarne effective , nor did they produce 
.-Oweworthy results, cilthDugh i'j survived in -jar: ifter 1977 . 
The political agreement oa incomes of 1935, cha first (and Inst) 
macro-economic tri-partite centralized and complete agreoiaent, 
contained very few provisions res^.rdin: training, These r^'.v.hov.eve: 
are indiccttive of the changes takinj place: in fact, the agreement 
merles-, from a formal point of view, the maximum point of central- 
ization and political involvement ever reached by the tradeunion 
confeder-.tions and the employers' organizations, and is from this 
point of view the formal materialization of the tri-partite 
concertation model. Yet ,from the contents point of view, the 
intervention philosophy aoved decidedly away from that model 
and towards that of . flexibility. In the field of training, 
the re-regulation for example of the labour training contracts 
(C,P,L.) is inspired by a f lexioilization lo^ic and opens up the 
way for the legal provisions of 1983-198^ and the 1986 agreer.ents 
on tr-aining and labour, which will maice the "coatratti formazione 
lavoro" one of the principal new gateways to employment, 

Durin?; tne eignties, parallelly to the dif ricjtlties that 
the mechanisms for the organization of consent encountered and the 
deep changes withi i the industrial-relations system, there emerzes a 
tendency to recover the role of tne social partners in training 
processes in the real sense, taat is within the processes of 
effective transmission of know-how and skills, also in connection 
with what is required by industrial restructuring and technological 
change. This is the significance of the transition phase that the 
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role of tr.3 social ^art.iers is -jinG tnrr^ugh i.i the si-hties, 
where, alonrside the (difricult) reform of t.-ie "p .bUc" systen^ch 
are si-ns (from below) of initiatives a.id innovatory agr-o.-neats 
among tne social partners. 

The present Report aiuis at underliai.ig the new trends in this 
transitional phase. 
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Chapter 2 
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2«1 An outline of the new trenda 

Pollowiag the industrial crises and the restructuring that 
appeared eapecially at the end of the seventies as well as the 
grave problems connected with unemployment » especially that of 
the young and of women, important changes have been registered 
in the strategies and the bahaviour of the social partners 
with regard to vocational training processes besides the 
many factors that contribute to the training of workers and to 
the enrichment and adaptation of skills to meet the needs of 
the new technologies* 

The new strategies pf the social partners have obtained 
significant confirmation over the past year, especially during 
bargaining at various levels ( national, regional, local and 
firm) in the form of new mechanisms of information, consultation 
and management which regard both employment policies in 
general and vocational training and retraining in particular* 

Considering the variety of the collective bargaining 
levels and the dif feren* . channels of participation open to 
the social partners in Italy, ve have thought it opportune to 
conAidert 

'•tradeunion agreements concerning 0«?«L« and apprenticeship; 

- those parts 'of recent national collective contracts concerning 
problems of vocational training; 

- Protocols concerning industrial relations in enterprises based 
prevalently on state capital; 
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- ««r..«,at. of ao« i«pwt«t ao»p«ie, r.saxdins r.struotuxlas 
process.. «d .ub..qu.nt traiaiag aad retri^iains plan., 

- . nmUr of proj.ot. «<i j,^^, 

th. problta. of .^loya.nt and voc.tion.i training at loeal 

- th. tr«l.unioa a8r.oa.nt with th. pubii. ..etor .nt.Ppria. 
organi«ti,n (Int.rsind) cone.aing achool «d roc.tioaal 
orientation and wopk/trainiag integratioa, a. w.il „ 

th. .xperienc. in thi. field eonduet.d by Xoo.1 employ,^' 
or6ani..tloa. in colUboration with univr-ity «d prof,.,i,„^ 
institutaa; 

- fh. Pol. of .oo. ioportwt training ia.titut.. cv.at*i 
by • numb.r of l««g. ooapaai... 
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^•2 The aereg'aaata regarding 

In recent years the intervention of the social partners 
in the training process, especially with regard to low and 
mid-to-low manual skills, has been concerned above all with 
the access of the young to employment* 

With regard to these new experiences it is important to 
point out; 

- that they have been foreseen aiid in part regulated by union 
agreements only by way of proposal and have required specific 
legislative intervention concerning at least a number of aspects 
such as the approval of projects by the administrative organs, 
recruiting practices (hiring by employers* selectionjsocial 
contribution relief etc.*. 

- that in some cases, like O.P.L., the legal norms have been 
integrated and in part modified by subsequent tradeuniwj agree- 
ments which tended to strengthen the efficacy and the functionality 
with respect to the training and employment objectives decided 
uppn. 

With regard to the first point the predecessors of the 
O.P.L. were the "fixed-term training contracts" established in 
1983 which were foreseen on an experimental basis for one year 
by the tri-lateral govemment-employers-tradeunion agreement of 
the 22nd. January 19Q3. The new regulation of O.P.L., made 
effective by law in 1984, had been foreseen by the Protocol 
of the 14th February 1984 between the Government, the trade 
unions and the employers. 
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Ih« iatepvoatioa of the .ocial partner. «,» aehi.v*! 
not only through the gen.rl tri-Uter.! .sre.meata naatioaed 
above and coaeeraias ineoaee and employment poliei... but alao 
by menaa of participation ia the definition of the apeeifie 
lagal aoroa* 

A« far aa the aecoad poiat ia eoaeeined ( that ia the 
point conoeraing trad.union agreementa aubs.quenft to the 
logal regulation.) the intervention of the .oolal partner, ha. 
Plved a fundamental role not only in the acoeU.r.tioa, and .oae- 
timea the de-regulation, of adaini.tratlve procedure., but al.o 
in the integration of l.gi.iativ. di.eipliae in many different 
wv« ( wage., working condition, and the guu^uitee of adequate 
trailing procea.e. within the projeet. elaborated by the fir..). 
Shi. ha. created further roo. for participation by the aoeial 
partner. (Table 1) ia particular in defining the outline of 
training aad labour projeeta which are aa integral part of the 
agreeaenta and in which auat be iadieatedi 

- the number of hour, to be dedicated to actiT. training which 
■uat not be le.a than a certain total; 

" *'«i»i»S modalitt.ai hour, dedicated to techaicaVpractieal 
«ud to theoretical training} 

- fo. thoae special akiU. connected with the adoption of new tech- 
nolosiea the hour, dedicated to apeeifie theoreticaVpractical 
training, which must be no lea. than a certain total) 

- the persona chosea to cariy out the technicaVpr.ctioal training 
and to superviae practical application, a. well a. to teach 

any theory required; 
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- the compaay centre or the vocational training centre where 

the training prograame or part of it is to be carried out, pointing 
out whether the company, individually or in collaboration with 
other enterprises, has stipulated an agreement with the region; 

- the endorsement by the association to which the firm presenting 
the project belongs. 

Aecording to the trade union agreements, conformity with the 
agreed outline of projects presented by enterprises belonging 
to the stipulatii^g organi zations la condition enough to obtain 
their approval" by the regional employment commissions, at 
least as far as the commission members belonging to the tradeunion 
and employers* organizations are concerned* 

In 'those cases where 0«P#I'« relations are converted into a 
regular working relationship, the worker must be utilised in act- 
ivities corrisponding with his training, and the training period 
converted into career seniority within the company. In the case 
that the C.P.L. is not converted into a regular working contract 
within the same company, a number of tradeunion agreements require 
that the worker receive a certificate declaring the training 
received, so as to facilitate him in finding a Job. 

These national agreements incentivated the setting up 
of a number of important local projects on the basis of agreements 
between the social partners especially in the small and medium 
firms. These agreements have caused a strong increase ,in 1986, 
in the drawing up of projects by the enterprises and above all 
in the approval of these, projects, and have led to the employ- 
ment of a considerable number of young people under O.J.L. 
in 1985 and in 1986 ( see Table n. 1). On the basis of the data 
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regarding the projects presented, the figures increased from 
^.300 to almost 100,000, while the workers employed over the 
two-year period on C.P.L. increas«»d from about 108,500 to 
237,000, of Which 142,000 males and 95,000 females, with a 
monthly rate that almost doubled over the second semester 
as compared with the first, following the stipulation of 
the tradeunioa agreements (Table 1). 

As far as the distribution of the workers over the 
different sectors is concemM, over 61j« were absorbed by 
industrial eateiprise and the rest almost eatirly by the 
services, above all by saall-scal^ companies ( 72^ in conceras with 
up to 49 employees, about 19S< i^ firms with from 50 to 249, 
and the remaiaiag <^ in the medium to large csmpaaies). 

AS far as the schooling of those employed is concerned, 
it emerger. that 63^ of those employed had only compulsory 
schoc.ing, over 35^ fiaished high school, while only 2^ had 
a uaiveristy or third-level degree. This is due to the type of 
training offered,' which is prevalently of the blue-collar 
type ( 74.5^) while less than 35.5j^ is of the white-collar 
kind. 

The introduction of the 0.?.L. with wage and social contrib- 
ution reliefs similar to those of the apprentices, has caused 
a contraction, even xf limited,of tb^s latter type of contract. 
(Table 2) 

For both C.P.L. and apprenticeship, questions concerning 
the improvement of skill levels both with regard to the persons 
interested and the ti«ining processes, have been posed. 
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The tandaney towrds contraction within appranticaship 
has baen nora marked in non-artisan than in artisan companies* 
This diffaranca is dua, most probably, to the substitution 
within the first type of fira of apprentice contracts by 
C«P«L« and to the relaunching of apprenticeship within the 
artisan sector, achieved through the 1983 tradeunioa agreement 
and subsequent national contract* The effects of thate contracts 
can be aeen only within some sectors (wearing and clothing) 
In some regions and for 1984 and 1983 t the only years for 
which data supplied by the Miiistry for Labour were available 
(Table 3)« According to tradeunion sources, in 1986 the artisan 
sQctor absorbed about 20,000 young apprentices* 

^ A new general agreeaent between the Artisans* Conf ederationf 
and the 06IIr-CISL-UxL contains specific clauses concerning both 
0*P*L* and apprenticahip , where the first will be. used for 
people over twenty, while the second will regard lower skills* 

To conclude, one notes in the first phase a prevalence 
of the eaployaent over the training objective in 0*P*L*. 
This is shown also by the level of the skills aiaed at 
by many projects and by the type of activities in which 
the young people are placed (1), as well as by the 
context of the laws promoting and sustaining Juvenile 
employment that have accompanied the contracts themselves 

1)D* Fetrella: I contratti di foroazione e lavoro in Lombardia, 
in QUADERNI DI RASSSGNA SINI^CCALS n* 116, Sept* Oct* 1933* 
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such as the law Tor the development and promAtioa of 
youth enterprise in the South, the law for the upkeep 
sad safeguard of oultural and artiatic property and that 
concemins extraordinary ffleasurea for training and 
employing especially in those areas and those categories of 
unemployaent considered aa being at greater disadvantage. 

To these Shortcomings in the training content can be 
added difficulties created by the type of (enterprise taking 
advantage of the C.lf.L.i that is, prevalently saall-acale 
firas^lnother difficulty is created by the inability of 
those regions involved to set up real training programmes (2). 

We oust, at the same time, underline the most inter- 
esting qualitative aspects of the projects that have beea 
presented over the last few years. They are connected both 
with the level of skill required and the organiaation of 
the training activity. This derives fro. a more careful and 
wide-reaching planning at lecal level due to the initiative 
snd pressure of the social partners, auch as the pilot-project 
for O.P.L. of the a»uria Industrial Employers^ Association and 
a series of projects elaborated above all by the ITorthem 
regions (Lombardy, Liguria,Veneto and Emilia) involving not only 
industrial enterprise but also modem-type tertiary coaceras 
(baakiag,ia8uraace,flnance etc.). 



(2)SeeIS?0L Report 1986 pp. 160-161. 
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The ioproveoeat of the O.P.L. experieace with regard to 
training objective! has come about not only due to initiatives 
at negotiations level but also dus to a aore mature awareness 
by the social partners of the role of training and of training 
needs, as stated in recent conferences and documents (5). 



(3) See the Confindustria's seminars on vocational training and 

education as well as the most recent documents published by 
the tradeunion organizations, and the experiences of a number 
of public experiences* 
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TABLE 1 31 

AGRJBEMEWTS RSSARDING C?L 



Public-stctor metal and Tourism (hotels, Confindu stria a«ree- 

yeehanical finns restaurants etc,) ment of the 7th7Nov. 

^National Contract: 1985, • vv, 

24thWan, 1987) iTth.June 1986, 



Promotion of greater use 
of CPL in implementing t 

•eaplifioation of proced- 
ures for approval of 
projects: 

-extention to CPL of coli« 
ective contract norms; 

- introduction of '*salarlo 
d'ingresso" snd wage 
discounts for the newly- 
hiredi 

-establishment af^a 
minimum auffoer of hours 

of theoretical-practical 

training; 

-obligation to take on 

the youths trained, in 

case of employment! in 
activities oorri spending 

tj those trained for. 



Undertaking to pro- 
mote CPL I 

- to guarantee acquis* 
ition of targetted 
skills; 

-to pai-ticipate with 
the regions in 
defining the guide- 
lines, programmes 
and tne training 
structures; 




-to define pay and 
normative contents. 



Obligation for the 
firms to present 
projects following 
*a pre-established 
scheme I 

Acceleration of the 
procedures for the 
examination and appro- 
val of projects by 
the Regional Qnploy- 
ment Coffl&ission; 

Bxtention . eo ^ CPL 
of the norms contained 
JB^^ CO 11 ective contx^ 

Bstablisheoent of ths 
maxiaua duration 
of the trial period; 

«Sntraaee Salary**; 

The duration and the 
modalities of the 
training activities 
must corrl spend with 
the levels of skill 
required, and the 
training must not bs 
less than those 
established in the 
abovementioned scheme) 

People hired following 
CPL must be given 
tasks corrl spending 
with training. 



Hote: CONPININDUSTHIA: 

Association of Private 
Industry Ehiployers,* 
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gable 1 ^Contd.^ 
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cn ' 

Confapl ( small and mediua-slzed 
iadustrial firms) contract! 
7tli, Not. 1985 



Artisans ( regional and local 
agreements) 



Tbe training project must 
indicate the vocational iter 
aad the trainees position in 
the employ emnt structure 
before and after CFL| 

7he contract shall have a dur- 
ation of no more than 24 
months and shall corri spend 
with effective training 

requireaents} 

The firm shall ^arantse 
adequate theoretical sad 
practical training under 
thd guidaaee of specialised 
staff! 

The theoretical training may 
be carried out by taking part 
in the Cfurses held by the 
regional centres in connection 
with the programmes in which 
the social partners shall 
have a say; 

At the conclusion of the 
conTjract the firm shall issue 
a ceirtificate to be recognised 
by the employment offices) 

The norms of the arradeunion 
agreements and contracts 
shall be applied, except for 
some pay conditions* 



definition of the criteria and 
the modalities for the stipulation 
of CPLj 

- the projects will be examined 
and endorsed by « Joint Technical 
Commissioni 

- the minim\an and maxiumum duration 
of the contracts has been set 

down on the basis of the skill 
levels required f§r the tasks 
to be performed; 

- the training activity must not occ 
py less than 20?^ of the total 
training time; 

-A copy of the project must be 
given to the trainee himself. 
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Table 1 i Young people hired oa C*P*t* 



33 



Periods 



I. 

Overall 
total - 



Workers employed 



Age groups 



IS - 16 



19 - 24 



ir» 31/1/ 'B4 I 162 ^'M^ 
(•rt.6 L. 79/113) | 



f an toUi 



I 



zii^ i/i/'es ' 

t^- 31/12/ '6S I 106.434 



3) (4%^ l/l/*a6| 

1^ 3l/12/*d6] 236,930 



30.3S6 
16.69 

14*174 

13.07 

32.079 
13.54 



19.663 



12.04 



10*97S| 100.6291 66.674 



I 



6.76 I 62,06 



6.09l| 6.063| 74.207) 



7.46 



6.61 j 66.61 



169.349 
67.26 



42.40 

44.014 
40.69 



31.966 
19.66 

30.273 
27.92 



26 29 



educati oa I Sectors of the economj ' Firm sizes 



Oofflpul 
sory 



31.076 



19.13 



Agri- Industry Servicasl 
culture 

HlghJUnivJ ' 



Bch oolf<^faQQ^ b-c ^- Q.b^c w- c I b-c 



22.357|6.7lO|i26.6S4| 03.0701 6l6| 4.302 



13,76 J 5.37 



19.973| 12.97l!7.a)2 



16.42 

46.S02 
19,20 



II, S6 



6.46 



79,14 

67.706 
62.44 



20,36 

30.961 
36,93 



I 



0.50| 2.66 



I 

I, 768] 326 
I 

1.63 |0.3l 
I 
I 



146.9671 63.4d4!4.469i 621 



. 62.66 36.23 1.69 I 0.34 
i I I I 



275|101.445|I4.322|29.032| 13.066 

' ' I ' 

|0.l7l 62.45 lo.aa I7.a7 I 8.04 

I < I 
I I J 

I I ' 



130| S2. 018 1 13. 726 la. 200 1 23.902 
III 
0.121 47.96 Il2.66 16.79 I 22.14 
III 
I I ' ' 



I 



J J 



266 I 111.4431 33.907| 41. 22aj 49.263 

I I I I 

0.11. 47.04 I 14.31 , 17.40 I 20 00 



FrooiProffli 
50 ( 250| 
to to jover^ 



117.6491 33. 1991 6.06l| 6.64.1* 
I 



I 



72.36 

76.102 
70.16 

I70.526 
71.97 



20.44 I 3.72 
I 
I 
I 



21.4901 6.249 
I 

19.63 I 4.04 i 6.06 
I 
I 
I 

44.0691 12.253! 10.060 1 
I 

16.60 I 6«16 I 4.26 i 

I * * 



3«4ti • 



I 

6.606' 



Notesc 

D-Tenporary contracts with training aims-* These contracts did not 
require projects to be approved Sf.by the HegionSd eSdIo^^^ 
Commiasioas nor offered ^entrance salaries- nor fiscal ?eliSf^ 

2) Training contracts ^ccordinR to art- i at Law AA^yAiL mw^-,^ 

provided 

projects .pproved ij the T.U.,ea entrwoe aaletj and fiscal relief. 



b-c means blue collar 
w-c means white coll ar 



Sources Adapted from data provided by the Ministry for Labour. 
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Tab. 2 



years 



1961 
1982 
1903 
1904 
1905 



PRENTICES EMPLOYED ON 31st. August 
over the last years 

" Differancea compared with the previous years 



Wumber of apprentices ' 

employed 1 

I 

— — I- 

I 



711.600 
Ga7.2bl 
599.103 
&51.4'il 
b45.0[i2 



I 



in numbers 

- 24. 437 

- m.om 

- 44.732 

- 9.399 



in percentages 



- 3,'JU 

- 3,43 

- 12,01 

- 7,47 

- l.V 



Territorial distribution of apprentices on the 
31st. August 1985 



Apprentices 
. employed in 

the artisan 
— sector 



I 



Apprentices in the 

non-artisan 

industries 



-I— 



_J 





' MEN 


WOMEN 


TOTAL 


MEN. 


WOMEN 


TOTAL 


1 MEN 


WOMEN 


TOTAL 


employees. 


Northern Italy 


' 135. 91G 1 


73.303 j 


209.219 1 


5G.073 1 


45.320 


102.201 


1 192.709 1 


110.631 


1 311.420 


1 y.oo 


Central Italy 


] 49.30'i 1 


2li.27'a 1 


74.'j00 I 


20.G2G 1 


14.440 j 


35.02G 


1 69.931 1 


39.G75 


1 109.006 


1 10, Ui^ 


Southern Italy 


1 44.000 1 


20.GGI ) 


GG.4G9 1 


20.03G 1 


14.729 1 


35 . 5f)4 


1 65.643 1 


35.390 


1 101.033 




Insular Italy 


1 11.072 1 


3.117 1 


14.909 1 


5.000 1 


3.004 1 


0.004 


1 16.072 1 


6. 121 


! 22 . 993 




TOTAL 


241.901 1 


122.3i>G 1 


3G4.2b7 1 


■ 

103.334 1 


77.4G1 1 


100.795 


1 345.;^35 1 


199.017 


545.052 





Apprentices 
employed in 
all firms 



I 



_% on industrial 
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Source: General report on the economic situation of 
Italy 1985 
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TABLE 5 

APPRENTIC BS EMPLOYED BY ARTISAN PTPNW 



BRANOHiS OF THS 
ECONOMY 



rig:ures on the 
31st Aug 84 



35 



Figures on the 
31st. Aug. S3 



t 



3 



e 
d 



•• 6.815 

• • • 41 



Mining i, uo 

Manufacturing. 
a) Foodstuffs... 

Tobacco ^, 

SKin and leather^j -99 

Textiles |,,. :.:74 

e; Clothing, .fashko- 

U .•...:4 

g) faper etc.... 

^^ |?i?ii?f 

1; Photo, phono, 

cinema 

J) metal work... 

mechanical 

n) transforaation of 

aoa-metallic Imiaerals 
(not ?oal, petrol). .^.393 

^ ' . . 1 . 



4 
.9 
... 

• ••'1.166 



1.568 
... 5-'*24 
51.791 



266.066 

11.417 

• j 

10.4^9 
6.008 



71.494 
25. 175 

: 166 

7.6S4 

:.:n 

9.236 

ioi.:j5 



1.93 

2.13 

1.08 
1.73 

:.-5 

2.53 
2.32 

!.:; 

2.19 
2.15 

1.41 

1.70 
1.95 



0.07 

72.79 
3.11 
0,02 
2.35 
1.64 



19.50 
6.37 
0.67 

2.10 

0.60 



27.61 



194 
126.434 
7.1:6 

14 

3.S05 
2.530 



26.32? 

14.74J 

1.0:9 
3.674 

699 
5,:72 
51.S6i 



B 


C 


0 


239 


1.49 


0,08 


266.060 


:.;o 


72.93 


i!.s:s 


1.66 






:.:9 


0!0! 


10.094 


• 4.- 




6.943 


2.69 


r.*?o 



74 256 
24. 394 

m**m < / 


2.s: 

1.59 

:.;i 


20.:; 

6.32 
0.63 


7.: 18 


2.00 


:.oi 


1.266 
9.175 
98.100 


LSI 

1.74 

1.89 


0.35 
2.il 
26.39 



• • • 



0) Chemicals et 
p; elastic rubbeir;,\ 706 
q) various maauf jac- 
tured goods 

- Installations... 37.659 

- Ble ricit7,gaL 

, wat : production 
and- . stributidn.. i.j4i 

-Transport etc.J7 
(communications) 

-Commeree, Tourism... 5.403 

Sanking, finance,.., 
'arious service^.. 20.043 

Overall total.. 



190.403 



5.904 

5.110 

1.426 
7.001 


2.04 

2.77 

2.02 
2,03 


1.61 
1.39 
0.39 
1.91 


2.936 
1.353 
, 689 
. 3.821 


5.i39 

5.143 

1.538 
7.643 


LS9 
1 -0 

::o6 


i.j: 

1.41 

0.4: 

:.;o 


57.748 


1.53 


15.75 


36.38: 


54.710 


1.J0 


15.00 


2.026 
158 


l.il 
l.JJ 


0.55 

0.04 


1.000 
130 


1.566 
170 


l.i7 
1.31 


0,43 

0.05 


8.127 


1.50 


"> "■7 


5.332 


8.587 


1.61 


:.2s 


381 
31.086 

366.683 


1.58 
l.i5 

1.93 


0.10 
8.48 

100.00 


14! 

20.::: 

189.345 


•7S 
33.055 

364 32! 


:.58 

L63 

1.9: 


0.10 

9.06 
100.00 



■ - -.X-. 

Source: Ministry for Lbaour data. 

A: number of firms registered 

01 number of apprentices 

n ^' apprentices per firm 

^: distribution of apprentice? in percentages. 
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2.3 Pattarna of oartieiDatioii eatabliahed by aafional 
labour eoatraota. 

The national labour contracts, which are the framework 
of the bargaining system, have included in their renewal 
negotiations significant soyelties in connection also with 
training and retraining processes, as can be seen in Table 2 
where & STnthesis of the ten contracts covering the industrial 
and services sectors is given, along with a nuober of contracts 
regulating private and public enterprises and saall to aediua 
firms* 

Proa the analysis of the contents it eaerges above all 
that the probleo of vocational training has been given sore 
ample treatment than in the past even by secters, such as the 
banking sector, where tradeunioa involvf^aent found room 
only at firm level* This has occurred nearly always within 
the broader ambit of the information and general consultation 
mechanisms foreseen for the different levels ( national, regional 
local and firm), regarding progro^iKes of development, of 
technological innovation and employment relative to the sectors 
and to the companies* 

Such patterns of information and consultation, introduced 
into the national contracts towards the end of the seventies 
on the basis of experiences carried out previously by the 
larger companies, have been noticeably modified on the basis 
of the following criteria: 

> the aearch for a greater functionality and correspondence 
to the problem of development, technological innovation, 
of employment and working conditions* This also meant 
renouncing the increase in the quantity of the information 
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pursued b7 the former coatractr, and privileging local and 
regional training ( small and mediua metal and mechanical 
concerns, sectors with high levels of productive units such 
as wood, furniture and tourisa) over firm-level training 
regarded as essential for sectors with XUge-ssale units such 
as the chemical sector; 

- the contribution of "Observatories" and data banJcs run 

by Joint committees and regarding, in particular, the 

introduction of the new technologies, employment trends, 

with particular stress upon youth and female employment, 

•nd the consequent training processes, thus passing from a phase 

of information to one of Joint management by the partners; 

- new systems of definition and aanagement of skill structures 
with particular emphasis on the need for continuing and 
recurring training, as well as retraining processes, 
connected with the introduction of the new technologies and 
with restructuring of enterprise, to offer valid support 
to vosational mobility and the upgrading of skill levels; 

« 

- the setting up of training and retraining courses for those 
workers interested i»i inter-enterprise mobility and who are 
obliged to attend tt.em so as not to lose their salary integration 
benefits (0,I,Q.)} 

-the definition for the first time, in application of law a 190/1985, 
of a specific area for middle management ( the -cadres") with 
specific information on company programmes and adequate professional 
training activities; 
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- the constitution of Joint oommissions at national and local 

13V9.]. for the research and promotion of positive action con 
cernmg .-nan i woman parity in accordance with S.S.C. Recom? 

-.-nendation n. 635 dec, 1984 and the norns of law. 

With regard to the intervention of the tradeunion organizations 
in planning and management of the courses, only some of the na- 
tional contracts have Bet up, or foreseen the setting up, of 
training bodies and istitutes of a bilateral type. 
AS emerges from a number of company agreements there are Joint 
mechanisray and bodies for the Joint elaboration of training pro 
grammes and for control of their implementation. 
It is worth noting that bilateral bodies of management of trai 
ning .processes, have been operating for a tang time now in the 
printing and the building sectors. The printers national con- 
tract, renewd in July 1986 has modified the norm, concerning 
vocational training and the functions given to the Joint body 
(ENIPG), • following the request by the trades union to set up 
within its own ambit a "Joint Observatory" to follow the evo- 
lution of the sector -.^ich over the last few years has witnessed, 
deep and extensive technological change. The application of the 
new contract, wWich has given rise to interpretative controversies 

• Note (ENIPG) National Institute for the Vocational Education 
in Printing. 
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between the employer and the tradeunion organization on this point, 
will most probably influence the activity of the ENIPG» above all 
on account of the introduction of the new telematic and, in a more 
general way, eleeti^mic technologies. 

The new builders' contract has not as yet been stipulated but 
the requests put forward by the tradeunion organizations with 
regard to questions of training are particularily important 
as they foraee: 

- the extention of the vocational training programme to white- 
collar and technical staff, so as to come to terms with the 
new te<ahnological changes occurring and those foreseeable 
making use of Jointly-managed schools for Builders and with 
refresher and retraining courses paid for by the firms; 

- increase if fira funding in those provinces where building 
school.. activities ate to be set up; 

- the management the schools themselves of training hours for 
apprentices and the increase in the time dedicated to basic 
education; 

- the improvement of the "right-to-etady" principle ( the 150 ho\u?a) 
and its utilization for training initiatives, for retialning and 
professional refresher training rather than for btaic education; 

- the regulation of the O.P.L. so that training is managed by the 
building schools themselves, that the CPL are aimed at qualifying 
in medium-high level skills, and training young people between the 
ages of 18 to 29, while apprenticeship is targetted towards those 
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between ages of 13 and Id* 

- the use ot periods work suspension and/or unemployement for 
retraining courses; 

- the plannigg of worlt-atady initiatives for new graduates (diplo- 

aa and degree) from schools and faculties with special bearing on: 

the sector and having the intention ^ working in the building field 

This involves scholarships for work-study courses at various levels 
(local, regional, national) and work experience or training stages; 

- the possibility of lumping together non-utiliaed working time 
reduction, with paid or unpaid leave, and right-to study leave, 
in order to take part in training initiatives. 

Alongside those sectors where there is a tradition of bilateral 
OaAagement of training activities, one must mentiom those wnose 
relative collective contracts foresee the institution of trai- 
ning organizations at territorial level, such as the artisans and 
tourism* These sectors have peculiar characteristics from the pro 
duction structure point of view (a high number of micro-enterprises) 
and from the point of wiew of the yearly pattern of their activi- 
ty (seasonal character, job, innovation and restructuring proape 
cts, and implications for training). 
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TABLE 2 
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Renewals of a number of national collAg^..^a 



ISSUES 



contracts 



ASAP+ Chemicals 



Chemicals: Private Sector 



!• Information, 
consulting and 

participation 
systems connec- 
ted with employ- 
in ent and trains 
lag* 



] 



Setting up of inter-tade- 
union committees at 
national, regional and/ 
or local level, with the 
task of acquiring infoav 
mation about industrial 
strategies, development 
and technological 
innovation projects 
carried our with part- 
icular reference toj 

-the South, 

-emploment policies 
-ecology. 

It shall also have the 
task of arriving at 
specific firm action 
Involving the interesis 
of the tradeunlon 
orffaalzations with 

labour fovct and where 
necessary identifying 
the contents, timing 
and modality of bargain- 
ed agreements"? 



The setting up of a 
''National Observatory" 
to analyse and evaluate 
periodically, m joint 
debates , at sectorial 
and territorial levels , 
the following topics: 

- the labour market, 

- employment trends, 
-technological renewal 
-orgctfxization of work* 
-employment safety 
-ecol( gy, 

••youth and female 

employment, 
-labour costs 

with particular emphasis 
on health, insurance 
and social schames. 



•••ASAP: Association of 

employers belonging 
group. 



to the ENI 



6u 



r 

L 



4* 



Issues 



?SL£RMSCCAKICA 



CON? API (metal and 
mechanical firms) 



!• see 
p 41. 



The Betting up of a data bank to 
obtain information about t 
new processes and techziologies, to 
assess new employment trends with 
special reference to female employ- 
ment in the Souths to evaluate 
new investmeBft trends in the sector, 
trends in^labour costs compared with 
other 0£CD countries, working-ih^ur 
trends, utilization of legislative 
incentives for ioduitrial renewal . 

The data bank shall be set up and 
run by a specially created jointly 
financed company run by the 
f edezueccanica and the trade 
unions* 

The databank's findings will be 
discussed by the partners each year 
in December and this discussion 
may be followed by a public wprkshop 
on the new technologies* The data 
bank service shall have the task 
of supplying information at sectorial, 
territorial level* Information 
will be provided annually by firms 
having over 350 employees and by 
those with over 200 is ease of 
technologicrj., production and orgaxi- 
isational changes of a certain 
consistency. 



The settingmip of a 
"System of Observatories 
( national- ^ regional, 

during the first four* 
month period of the 
year to examine 
-market ting, 
-economies, , 
-technology, 

-employment issues, 
-reconversion processes, 
-restructuring, 

- decentralisation 
eto,« 

Information will be 
provided by the 
companies with over 
350 employees regarding: 

-production, 
-&iployiaent* 
-vocationed trends, 
-training programmes, 
-illAess and casualtyi 

- decentralisation, 
-etc* 

It shall also be made 
available by firms with 
over 240 in cases of 
considerable renewal 
of technology in 

production* 



?edermeccanica: Association of 

private employers 
in the metal axifl 
mechanical sector. 
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1 

Issues ASAP Chemicals 



2 

Private Chemicals 



2. Careers 
aod the 

position of 

higher-level 
white-collar 
sad "cadre" 
employees. 



The career structure fore- 
sees eight levels with a 
pay-scale ration ranging 
from 100 to 223.5, 

She ffliddle-meaagers are 
classified at 7th and 8th 
levels aadjare granted 
special allowances, 

The cadres also have a 
right to specific infomatit 
ion about the firm and 
periodical training courses 
and to assistance specific 
to their functions, the 
possibility to use their 
Ifflow-how outside of the 
firm I with the due pemiss* 
ion of the firm itself, 
and shall also have tne 
right (to be represented on 
the examination boards. 



The career structure 
foresa nine levels 
with a pay scale from 
100 to 204,1, 

The middle managers are 
placed at the 8th and 9th 
levels. 

They also have a right to 
information about the finn 
to assistance in accordance 
with their specific functions 
and, with the due permission 
of the firm, to use their 
Imow-ihow outside the fiz^ « 

Their representatives shall 
sit on the examination 
boards* 

The middle managers shall 
be entitled to periodical 
training and special 
allowances. 
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ISSUES 



FEDSHUSCCANICA 



CONPAPI 



2 866 p« 44 



The career structure 
foresees 7 levels with 
a payscale from 100 to 
200; 

The middle- managers 
are placed at the 7th« 
level and have a 
rieht to a special 
allowance* 

They also have a right to 
Bpecifie information 
regarding the firm, to 

Special assistance in 
§eping wiTsn their 

professional functions, 
to periodical graining, 
and after having obtained 
the due permission of the 
firm f to publish certain 
findings,. 

The agreement revises the 
professional profiles 
and occupational 
features, 

A joint commission shall 

be aet up with the task of 

examining new professional 

profiles with a view to 

the new technologies,. 

The commission shall also 

carry out research and 

make proposals for 

the integration of new 

profiles which shall 

.be accepted unanimously," 



The career structures foresee 
nine levels with a payscale 
from 100 to Z23* 

The middle managers shall 

be placed within the eighth and 

nineth levels and be 

granted a special allowance. 

They shall have a right to 

insu^sa&pjai.co-iBerage against 
risks and death and for 
third-party risk during the 

Serfopiance of the tasks set 
own by contract, 

A special Joint Committee 
for careers shall be aet up 
**with negotiations powers 
aimed at realising a new 

system of olasalfi cation" 
drawing up an overall 
proposal for the sector 
within the seventh month 
before expiry of the 
contract. 
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Issues 



Public metal aad mechanical 
sector 



Tourist sector (hotels, agencies 



1« see 
P« 41. 



see p 

\3 



The setting up of a Joint 

co-ordination 
of information procedures 

J2?Sff°}"« matters of technol- 
ogical innovation, investments, 
employment, vocational trains 
1?« etc., already foreseen by 
the. contract and by the 
IfiljBPlM and BNI protocols. 

^he information system fore- 

5»««nte for new industrial 
ones. It shall analyst ^ 

f^2**iS!**^' «Ploye5at,iBclud- 
ia« "professional trainin* 

flSST!?"!* "i^^ particular re. 
ferenee to .the number of 

the durat. 
ion of the courses, the place 
the contents, the technical! * 

S?^f5°4®*^J targets to be 
aiaed at, the holding It 

courses inside the(fi^ Jr in 

the external training cent rSs 

as well as the intention of ' 

availing of funds for the 

?JSF!?5*?.**^®«»selve8, comin« 
from outside the firml" * 



ERIC 



The setting up of a Joint Commisj- 

ZAl ^^^^ studies of and 

mecwi^''^ Classification 
mechanisms in order to match 

classification and skiii; 

^^^^ professional 

ion of'Jh'''^^*'^ *° mtrJduct- 
ion of the new technolo^ipq 

Ion +u ^««v^ ^ connect- 

ion with technological innovation. 

f^^ifi^?" "cadres" and . 

a special regulation oft 



Periodical national and 
regional level nitti^s 
between the partners?*^ 

t£pr^^^^Js^^l^!i-^f- 

vooatioial upgradta*. * 

£?2Si!J'^ .at Regional and 
Sub-regiona: level of 
agreements: 

'^/i^ i^® planning and running 
of professional training ^ 
and retraining courses, 

- for systems of control 
over the Region's programmes, 



JelSL^'S'^fae'^ro^' ^^^^^^^ 
particular requirements 
as an exception to the law, 

if'^JJ?" institution of bilateis 
ai bodies for vocational 
training, income support for 
workers, other social 
interventions. 
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, 7 '8 

lasues WoQd and Furniture Textlloa and clotliing 



The joint observatory. already 
X« see m operation since 19o4| 

eeasss to be experimental* 

aboye 

The findings will be of a natlo< 
nal character and will be 
gathered in a data bank oare 
of the ?ederlegno (association 
of Qnployers for this sector). 

The infozmation sy«t«« has been 
extended to examination of 
trends in the employ emnt of 
the young and women, A Joint 
Commission for vocational 
training with the task of 
studying the application of tlB 
hew techi?'>logies and possible 
new Qz:fiz^i.3ttion of wcrkf has 
been set up. 



Two Observatories have 
been set up: 

• one to examine jointly the 
short-term projects, every 
six months, in collaboration 
with the OCT Observatory for 
the exchange of views; 

- one for the study of the 
evolution of technology , 



Every three years a structural 
s\irvey of each single productiv 
subsector will be carried out, 

- The partners undertake bo 
manage, by means of specific 
confrontation, restracturi4g 
processes with particular 
attention to stalf redundancy,' 



Issue 



n 2 

see above 



The setting up of a Joint 
Committee: 

- to cari7 out studies of 
and lato the elassification 
mechanism in order to match 
classification and skill. 

"'^^^ J^^^^iie new professional 
profiles related to the 
introduction of the new 
technologies.To propose 
additions to the professional 
profiles in connectiea with 
technological innovation. 

-Definition of the "cadres" 
and a special regulation 
for; 

' the right to general infor- 
mation regading the firm 

training action aimed at 
maintaining and enriching 
skill ^ 

flexible work ing hours 
compatible with tech- 
nical and production needs 

civil and penal responaabil- 
ity 

patents 

special task allowances 



Issue n 3 
Squal opp- 
ortunities 
for men and 
women. 



Joint Commission for study 
and research aimed at 
the promotion of positive 
action for the creation 
of equal opportunities 
for male and female workers. 



ISSUSS 



WOOD AND ?UTiNITUKB 
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T3XTILSS AND CLOTHING 



n. 2 

see above* 



A new qualification level of 
super-specialization witt high 
professional requirements , has 
been set up* 

The "function of the cadres has 
been defined on the basis of 
a national declaration. 

To facilitate access to work of 
persons over 29, having no 
special skill, an eighteen- 
00 nth ehtrance salary of ten 
percent less than the ainimuio 
has been foreseen by the 
contracts. 

Apprenticeship : 

This is foreseen for "specialis- 
ed" and "qualified" workers ^ 

-specialised workers for a dura- 
tion of three years with a 
wage equal to 6056 in the first 
year, 75^ in the second and 
85?^ in the third; 

- qualified workers for a 
duration of two years, with 
wages equal to 70% in the first 
and to 85^6 in the second 
year. 



The setting up of a Joint 
Commission with the task of: 

-drawing up a classification 
of the new competences and 
those to undergo transformati 

• to make proposals for the 
changes to carry out 
within the careers sch.e«e 
during the next contract. 

Definition of the "cadres" 
category, of the relative 
norms, salaries, particular 
rights concerning information 
and training. 



a 3 see p ^7 



The setting up of s work 
group, within 1987, for the 
preparation of a positive 
action project in favour of 
female workers. 



The project defined at natio. 
al level will lead to the 
application at firm level 
of the EEC and national 
norms . 
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ISSUE 



7ooatloaaX 
9ducation and 
beohnologieal 
Innovation* 



The undertaking by the parners to promote, increase 

who ?n?fnf5S''.^?"*i^'^^^ education fo? tie yoS^r 
Who intend training for and specializing in 
the printing sector, and for updating aid th« i^nr^^-H-^ 
specialization of tAose. already emplfyS. 

To this end the partners: 

Inl^ni^S! J^^^. ^'^ evolution of technology 

Li ol ^fe'SI^ke?;'"'''''"'* organization ofSorf 

-shall become active within the public inatiti,i-i nno 
- for each province or other territorial division « 

Shich'shIii\'i\^Lb?i%JfPj ^^^^^ ^^ 'i^c?ioSs%f 

Regulations i ^^^^^lished by special statutes and 

Emn?«325«F?^ territorial Committees the 

Employers' associations and the trade unions shall 

jointly. The cbairSan sh^ll be a 
?he cf«r^M%'^ the Employers' association a^d in 
paJaiir """^^ ^^^^^ 

U^l^iZ deliberating bodies the different employers' 
nr^n^S?^®"! Organizations shall be represented iS ^ 
proportion to their numerical consistency; 

The ENIPG andthe local Committees shall be financed 
by contributions from earnings. rmanced 
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ISSUS 



National labour contract for white-collar and "cadre'* staff 
employed in the banJsing and financial sectors (26th Feb 1967 



p 9« ujjjQ companies, with a view to increasing professional 

ability, hold annual professional training courses and/or 
refresher courses of a non-selec1;l7e nature open to 
voluntary participation of personnel in service* 

Said courses last at least 13 hours per annuia and are 
held during working hours. The yearly amount of hours 
may be wholly or partially summed* 

The firms are obliged to inform staff and the tradeunion 
representatives of the timing , modalities and the 
contents of the courses* 

At the beginning of the year, the firms' management shall 
■ examine eventual indications regarding foreseen courses 
drawn up by the tradeunion representatives, of if 
there are no representatives in the firm itself, by the 
tradeunions which stipulated the national contract. 

The modality of participation by staff in the courses 
may be defined by a supplememtary contract. 

Tlae courses may be of an inter-firm nature Sr those 
firms which on account of their size or to other reasons 
feel this need. 

In cases of technological renewal or of relevant restructur- 
ing of the firm leading to sub^^tantialmodifi cation of 
work performance, the firm shall Organize retraining 
courses, making use also of the hours foreseen above. 



Further courses- organized by the company, for professional 
training, shall be held during working hours the 
participation of the staff shall be optional. 

The partners isve reserved the faculty of examining more 
closely the possibility of rendering the courses mentioned 
at point one, selective. 

Yearly, the firms, at the request of the tradeunion 
organizatiom, shall provide information concerning 
the professional structuring of staff, divided according 
to sex, and concerning the development and the rotation 
of training and retraining courses carried out,, and 
the number of participants. 

Within the month of June, the national association 
must provide overall information on the sector, with 
reference, among other things, to the general employment 
situation, the development of technology and phenomena 
concerning " company restructuring and the influence of 
these upon professional profiles. 
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Bankins sjid financial sector ( ontd.) 



The partners undertaJce to examine the problems 
deriving from structural changes in ba^i^g S^d 
financial systems, to find out their effeete nn^^ 
working conditioai,with particula^'JelfrlSce tS'the 
need for professional reconversion connected 
mobility inter-company and territorial 
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2.^ Vocational training in the industrial-relations Protocola 
regarding the public sector. 

The stipulation of the Protocol between IRl'and the Union Con- 
federation in December 198^, represented a concrete act of depar- 
ture for the new system of industrial relations within the ambit 
of public entreprise. This sector has long been characterized by 
a system of collective bargaining, in large part autonomous, compa 
red with the private companies. 

The most outstanding novelty is commonly considered to be the 
setting up of continuous relations at various levels (central ho 
Iding, financial branches, regional divisions, coffij-anies etc.) 
based upon Joint Consultant Committees, which are permanent orga- 
nizations, whose taslc it is to receive information and iiscuss 
some employer decisions before implementation following a pre-esta 
blished procedure. 

If information and consulting systems are toot new to bargaining 
and to company practice, especially in the public companies, the 
new element is to be found in the setting up of Joint Committees 
which, by malting procedures stable and formal instead of occasio- 
nal and informal, should favour greater participation. 
The 1984 IRI Protocol (modified later by that of the ISth July 
1986 , and by those regarding the BPIM companies dated the 29th ' 
September 1986 and GEPI companies of the 9th January 1987) was 
based upon two orders of converging needs: 

- on the part of the publit companies the need to carry out o^.^ 
rations 

*♦ note: the major public industrial group in. Italy. 
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of urgent restructuriag and/or reconversion and at the same time 
oonsoUtade asM develop their activities in those key-sectore 
requiring radical technological innovation, in an atmosphere 
of systematic quest for consent and in any case of prevention and 
coQtrol of conflict; 

- on their part the tradeunion organizations saw the opportunity 
of backing of support the recuperation and relaunching effort wi- 
thin the public companies, so as to support and develop production 
and enplojaent and at the same time strengthen their own role, 
beyond the traditional one of pay regulation. This convenience was 
particularily welcomed in consideration of the less open attitudes 
towards participaction emerging in some parts of the private sec 
tor (see the Pedermeccanica document entitled "Imprese e lavoro" 
193^). 

These Protocols have th.ir origin in lengthy negotiations which 
have sometimes found the trade unions themselves divided upon the 
opportunity of joint management of the innvation and re-organiza- 
tion processes using methods different from th-. traditinal bargai 
ning ones and more similar to the "technology agreements" :.n othlr 
countries (the U.K. and Norway etc,) 

While they are in a way somewhat incomplete, general, vague, the 
clauses of the IRI and EPIM Protocols concerning vocational trai- 
aing are worth mentioning, for the following points: 
- they fall into an industrial rsJations context where participa- 
tion is strong and based on consolidated agreements and practices; 
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• the public enterprise organizations have shown keen interest in 
the problems of training and vocational orientation, and in gene~ 
ral in school to work transition, as shown in the Intersind - CGIL 
CISL UIL agreement or the 17th June 1986 on the question o£ voca- 
tional orientation; 

m the public companies have a network of institutions at their dispo 
sal (the ISI's IPAP and ANCIPAP the SNI's lAFE etc.) which, do traisin 
refresher and retraining from manual to management level for many 
years now; 

- the undertaking to " promote Jointly training and information 
seminars at various levels", new in the Italian context, might well 
represent the beginning of a general process of more intense co-ope, 
ration due to the requirements of the new technologies and supported 
by the undertaking by the IRl Committe to avail of the aid of a 

. work group of training experts. 

The Protocol of the GBPI, a public finance company set up for 
the purchase and recouperation of companies in grave crisis so as 
to safeguard employm.ent especially in. the economically less deve- 
loped areas such as the South, gives more attention to the problem 
of vocational training; in particular it emphasises the need: 

- to promote adequate action aimed at recuperatirs restructuring 
handing over companies. This requires promoting ne • enterprises, 
and job-creation programmes and planning retraining and vocational 
promotion initiatives; 



55 



" *" action at regioaal a.id/or territorial level; 

- to look for maxinum co-operation froo the other public operators 
( rejions, Local Authorities, state offices etc.) 
as wen as private ones (companies aM their asaoiatioas). This co- 
operation aias at carrying out programmed action with regard to 
the creation of new enterprise, to sohool-worlc experiences , to con 
tiaui:,g training, to the promotion of co-operatives, as well as " 
to retraining of redundant workers. 

The participation of the stipulating partners in the solution of 
the vocational training problem, even if implicit ia various parts 
of the Protocol, such as the point concerning tradeunion agreements 
on single projects and that regarding the promotion co-operati- 
ves, is treated explicitly at point i which obliges the "partners" 
to set up a Joint Commits* on training with the tasks of: 

X) defining training strategies, and elaborating and promoting 
projects, establishing relationships with the principal public 
training structures to be availed of as a priority. 

2) co-ordinating the initiatives taken and to be taken withiu the 
ambit of GEPI With the help of specific institutions at local, 
national and international level. 

The GEPI Comntittee. for training will keep in mind(at least) taree 



needs: 



a) training requirements connected with the local labour market 
and socio-economic situation; 
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b) training requirements in keeping with the projects both for 
restructuring and for reindustrialization; 

c) the basic educational requirements for the skiliing foreseen 
in the proceeding points* 

With a view to the effective development of training 
activities, GSPIvAll pat' at the disposal of the Coraraittee 
the necessary structures and means and will eventually set up 
an agile operative supporting organization. 
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Agreemeot protocol for COIL-CISL-OIl and GEPI, 

(9-1 »87) 



Prem 



ise 



The CJEPI and th. tradeunioa orgaaizatioaa refer to the inatitutioaal 
aima that iaapired thtlr action, proposing to find for their 
line of conduct a greater and more functional synergy so as ;o 
support and develop the basis of production and in that way 
defend and develop employment. 

To thia end, the partners will pa|t particular attention to: 

- initiatives, actions and structures already set in motion or 

to be set in motion to exploit all the chances of new enterprise 
at territorial level( Job-creation) j 

- possible initiatives and active fonas of participation of GEPI 
in school-expariences, in continuing training and such like, 

• possible partecipation by GBPI in territorial co-operative 
initiatives for the creation of equipped areas madti available 
for the setting up of new productive settlements ^d for the 
creation and running of technological parks, innovation and 
research centres and so on; 

establishing tha general criteria for the interventions, 
keeping in mind both employement needa and those of enterprising 
efficiency. 

Taking into account what has been said above and while safeguarding 
the reciprocal prerogatives and tha autonomua reaponaabilities 
of each, GBPI and the CGIL-CISL-UIl retain it opportune to 

define occasions and places for systematic meefiings. 
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Therefore between (lEFI aad the organlzatloas the following is 
a^e«dt 

!• ftElATIONS BETWEEN GEPI AND THS TRADBUNION OBOANIZATIONS 
National l«?6l: 

in the month of September each year, GSPI and the tradeunioo 
delegations shall meet to examine, on the basis of the documentation 
drawn up and delivered beforehaid to the tradeunion organizations^ 
an account of the previous 7ear*8 activities, as well as, with a 
view to their preliminary definition, the programmatic prospecti 
for GEPI initiatives for the year to come, with reference to the 
targets and to othe resources required, to the problems likely 
to require perticular attention, to general problems, and to the 
time forseon for their implementation* 

This examinatin shall be carried out la accordance with the aims 
that the law assi^.-s to GEPI with particular attention to recoverji^-, 
re-employement/job-creation, restructuring, cession, promotion 
and assistance. 

During the annual meeting the partners shall verify the ppportunit?' 
of inserting GEPI initiatives within regoinal and/or territorial 
projects , that are on the look-out for maximum co-ordination 
with other public and private operators present in the flaa« area, 
in order to exploit all possible operative synergies* 

The GEPI and tradeunion delegations shall -meet after a six-month 
period to carry out assessement an4 updating both of rehabilitation 
intezTsntions and of there emTiloyement* 
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R«glonal Lev«l 

th. basis Of What has been eetabUahed in the annual Meeting 
or at , , ^, ^^^^^^^ c.gani.ationa 

ahall ..et (within ten daya of the reque.t ) at regional and/or 
terrltorll i,y,i, „ 

Bpeclfie interveatioa projeeta, indicating the public and the 
Prtm, orsaniza-tione that may contrlbut. to their auccee,. also 
1th a ^iew Of obtaining their undertakings with regard to tho.e 
aapecta that concern them. 

In particalar the following will be *ak,o iBto conaideration . 

■ '"J"^-" loc'^io" or th. iaitlatlT.a , la relation 

to the Choices »ade by th. regional «ithontle. the area, 
from wlch the labour force ccnest 

- tha initiatiyes, . the actions «>d the ,t«ct«re. already ,:istia« 
or being set up to discover all opportualties for new enterrriso 
at local level (job-creation) j 

- the initlatiTea taken and to be taken to eataiy.s.at local 

all those fcreee( industil*! assooiatioas, co-operatiye 
noveaente .regional finance institutions) likely tc pronote 
new industrial or service activitie«( 

jossible inttiatives and active involvement of OBPI in school- work 
•xperlencea , in continuing training and ainilar activitiea, 
posemie parteclpatlon of 8BPI m local initiatives (consortia! 
for the creation of industrial site, offering suitable services 
to new productive settlements and the creation and running of 
technological parks, Innovation and Research Centres 
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- the general criteria for the interrentions, above all from 
the poinPof view of employ oent and from efficiency ; 

- staff levels and their eventual evolution, together with the 
pay and normative conditions governing the hire of labour, 
the specific problems connected iflth the labour contract, 
wages scales, working hours etc««. 

2. TRAINIKG PH0GRA2mSS 

The partners take note of the importance of the training 
problem and of the full convergence on it of reciprocal 
interests, both from the point of view of those specific to 
professional training (retraining), and of those connected, more in 
general, with changes in the socio-cultural context and of the 
possibility of favouring the development of new enterprise. 
The partners are therefore committed to setting up a^Jointly^ 
managed ** "Training Committee** having the following tasks: 

3^) defining the tredning strategies, drawing up and promoting 

pro jects, making use, as a priority for their implnentation, of the 
prieipal public training structures} 
2) co-ordinating the initiatives taken and to be taken within the 
ambit of GSPI with the intervention of the specific local, 
national and international institutions. 

The G2PI Training Committee shall keep in mind at least three 
requirements; 

the need for vocational training coxmected with the local labour 
market and the territorial socio- economical fiituatlon; 
h) the need to target training to meet restructuring and 

industrialization requirements « 
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c) the basic traiaia« and specific twining required for qualificatio 
accordiag to the previous two poiats. 

To further the coacrete development of the traialag activities 
GSPI shall sake the structures aod mmana aecessary for its 
implemeatation available to the Committee, and may also set up 
an agile optrative structure, 

3« PROMOTION 0? CO- OPBRATIVES 

The partners agree that opportunities of employemeat may arise 
through the fornation of new co-operatives having the necessary 
technical support • 

The partners agree, as a result, to define and develop within the 
frameworic set down by the law coneeroing co-operatives and 
youth' employement, an active policy for the creation of new jobs, 
not overlooking to this regard , the importance of the training 
problem. 

According to their specific institutional roles, 
in partipulari 

the tradeunion organizations shakl promote and fiirther the growth 

of co-operative "culture"; 
GEPI, also by setting up specific internal technical-organization 
structures shall offer, to the co-operatives, set up by workers 
from '.. the GEPI grfcVip companies or those for whioh the law requires 
GEPI to promote' re-employ em ent activities and which sha^l request 
it , assistance in elaborating their production projects. 

Within this ambit it shall evaluate the projects proposed, and 
among other things discover the financial resources required 
to implement them, with particular reference to those 
funds made available by law 49/1935 (the Marcora law) 
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aad 44/1986 (the Dt Vlto law) ; oaoe the projects have been 
aeeeesed iGSFX shall - aa far as the law allows* make the 
necessary funds ava;Llable in the manner held most opportune 
in each specific case* 
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^•5 Voeation al training and agreemftnta 

Bargaining in recent years has been characterised by an increased 
presence of the vocational-training problem in negotiations concer- 
ning restructuring and reconversion programmes, and the introduction 
ct the new technologies into production processes. This was also 
connected with the development of the information and consulting 
systems foreseen by the national labour contracts. 

The analyses rer.arding plant-level bargaining (1) and vocatio- 
nal training within .t (2), narlc a prevalence within the small and 
medium coflipanies of the quantitative (salary, working hours, job se- 
curity) over the qualitative aspects (the introduction of new te- 
chnologies, job organization and vocational training). 

In fact one notes a gap between the bargaining questions in 
large production units, where the restructuring and innovation 
processes have been more marked, and those in smaller. 



1) M. Laveto : Contrattazione aziendale in "Le relazioni sindacali 

in Italia" 1985-66 Report,, edited by C3S0S, pages 
1^8-157 . 

2) La formazione prof essionale nella contrattazione collettiva,, 
in Osservatorio CESOS - Contrattazione^ n, ^^1985, 
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firms where the trade union's presence and interv«*stioa in compa- 
n7 decisions is generally far less. 

The agreements summed up in Table ^»even If they do not cover 
the whole of the vast and heterogeneous universe of plant-level 
bargaining, are nonetheless symptomatic of significant trends 
within the large public and private concerns, due also to strength 
and influence of these firms within the industrial relations system 

It is important to point out that these are not isolated 
agreements but agreements drawn up at different times by the same 
companies and therefore part of a process of negotiations and re- 
latione with the trade unions which has developed over the past 
five years and which is likely to continue. 

The PIAT-Auto agreement of March 1986 is only the latest drawn 
up after a series begun in September 1980, where for the first 
time the problems of restructuring,, reorganization and recovery 
of productivity within the company. were faced, and in which the 

problem of staff reduction and recourse to the C.I.G. recei/ed 
far greater attention than aspects connected with aei^-.si£ills and 
work organization. The agreement foresaw, moreover, the carrying 
out, during the intervals between agreements, of assessment evalaa 

mo 

z±oa by the partners. .'Tne aim was 'to control both economic trends 
in the sector, and the employment prospects, the technological 
ae elopments and the :?roduction processes in the various plants. 

The agreement of the 19th March 1986 concentrates on the plan 
for the restructuring s>nd the technological innovation of the 
Company for the 1986-89 period. 
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In particular it res.lates th. following employment 
and training aspects t 

- th. recalling of workers laid off under OIG and who have 
aot found other eaployneatj 

- the undertaiing by the purtaers to implement a plan for 
reeallias all the workers laid off by the various co»p«,y 
plants, making use of public intervention, of job-ireatioa 
and mobility initiatives and Ineeativating the setting up of 
co-operativea; 

-the holding Of vocatioaal traialng courses, aimed at re-employmeat 
with pre-established duration and timetables, with obligatory 
atteadaaee,, la collaboration with th. . competent nublio organisatioas; 

i 

- for tHos, ,,ork.«. aot suited to the courses, th. s.ttiag up of 
furth.r iaitiatives aimed at re-instatement in production. 

The agreement foresees asseasment and evaluation by the 
paitaers,in subsequent periods.of labour nai-k.t treads «ad production 
proapects, of th. impact of th. restructuring plan and of th. progr.s, 
of the training courses. 

The industrial agreements stipulated with the ITALTEL, 
a company belonging to ST^, a public group operating in the 
telecommunications field, as and fram June 1981 faced the p.^blems 
caused by the rise of industrial electronics* 
the emergence of new skills, 
the obsolescence and redimensioning of others, 
the change in ratio between production labour and other functions 
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such as project-deaiga and icarketiag, 

- tha coQsisteat reduction ot industrial staff, especially female, 
often in firms situated in the Southern areas of Italy where the 
employment situation is particularily critical, 

THe 1981 a^xeeaent faced the situation by reducing the 
working week to thirty-eight and a half hours, by beginning 
processes of mobility within the company itself and towards 
other companies within the STEP group. In particular it 
foresaw the creation of a Mixed Technical Committee for Vocational 
Training which was to set up requalification intervention. 
Although a reductioi or employment could not be avoided, 
the ^intervention aimed at retraining 29,000 electrical-mechanical 
workers in electronic > skills. 

For thas« reasons the vocational training question is 
placed at the hear.^ of various agreements, with the reutilization 
of company staff in new technological and organizations systems 
in mind^ tecinlcal retraining foieaaw: 

- tke spread, at all levels, of cultural and general knowledge 
concerning technology and work organisation, so as to introduce 
elemtnts of flexibility and quality into production; 

- the need to develop, alongside extraordinary reconversion 
measures, a permanent training system -vth ' constant 
intervention in the field of human and pj«of essional resourses 
needed to create and spread a culture and a capacity for 
intervention, not only at management level , but at all 
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working levels (J). 



The low educational level among blue-ooUap woricira, 
and their advanced age ( over -WSK of then over the age of 
forty) had created considerable proble«s. These were tackled 
first by seating up a basic compulsory course lasting «o 
hours, for all the staff, blue «id white-collar alike.The aim 
was to retrain those workers with remote, incomplete education. 
With no speoifie vocational training, with a view to integrating 
them into the new technology and learning context. 

The training n«eda measured in terms of hours, set dowa 
ae 400,000 ia 1981. iacreas«i to 700,000 in 1982 and to 
about one million ia 1983-84. This initiative of vast proportion, 
involved not only the social p.rtners. but also the school instituf 
ions, the regional and local authorities and -ie employers, 
resulting in a systematic training experience and : an 
organized participation both by private and public ojects. 



(3) Various Authors: Lo 150 Or* e la formasione professionals in 

asienda* II case ITALTEL. 
Ed, by P, Angelia985, from p. 56 forward. 
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The agreements concerning the "Nuova Italsidar" and the 
Lanerossi" coopanies both regard mature industrial sectors 
going through a phase of contraction and also of plant renewal 
requiring considerable requalif icatio.; of personnel. 

The "Nuova Itslsider" agreement had to face two basic 
training problems: 

- those coanected with restructuring processes axj.d the need to 
render staff mobile j 

- those deriving from the level of sophistication of the new 
plants and the informatics system. These required considerable 
up-grading of skills , made even more difficult by the high 
average age of staff. Preliminasy aelectioE » orientation 

and sometimes even personalised planning became nece&saiy ia 
order to carry out the projects. 

« 

'"'ne staff training agreement which regarded about 2,500 
blue and white-collar workers, set down not only the qualitative 
«md quantative aspects of the pi-ocessesv but also the training 
contents of the various phases, the modalities of organization 
and the structures needed, and also singled out the professional 
figures required ithin the single company areas and the relative 
practical and theoretical training paths to be followed. 

The "^anerossi" training project, agreed upon by the trade 
unions and the company management is noteworthy for? 

- its gearing towards female staff in pexticuiarj 

- its adoption of other mechanisms aimed at lightening the staff 
load; 

- the setting up of a Joint Committee with the ta£ >f guiding 
and verifying the activity jf the training agency set up by the 
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social partners cn a Joint agreemoat: basis; 

- the invtlveaent of the e:cecutive 3t..ff of a number of factories 
in different phasea of the company's training "staj^es", with 
tasks ranging frc« pri^-jectJion to actual tutoring; 

- the specific problem regaiding i-male H'aff ..women oaUed upoa 
to act at certain levels of re.ponsabiUty (prod^.tioa assistance) 
were expected tc face particular difficu^Uiee re^jarding social and 
hierarchical relationship o witUn th« fira end modify the balance 
of interests betvycen their aooe&tic and their prof essiejial 
realities* 
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X&lSljLj^ PiaSt RSSmCT^.TRIN(} AND VOCATIONAL TRAINING 



The PIAT^AHTO agr^emesvi of 
th« 3.9th, March 1986 



The ITAITSI agreement? of the 
15tha April 1^61, 
5th. March 1985, 
11th. July 1985 



laformatioa ccncenain^ the 
market sad prcductloa 
situatiott of PIAT-AUTO 

Illuatz'atioa of the coiic&y»«4 
resitruc-iffurla^ plaaas for the 
1986-1989 period, IsaBod upoa 
a close Integration betv«eeu 
product rencf^al and 
'productive technologlee e»d 
the balanced utilisation of 
refiouraea. 

Return of suspended workers 
on CIIJ according to tiiaing 
modalities foreseen by 
the agreement. 

The general trend of the piss 
and of return of suspended 
»taff will be the oVjeot 
of vert.fication during 
specific talks. 

TaB creation of u plao for 
re«»utiliaation of wcrkers 
laid 5ff , including yoiblio 
int©rv«^nti.o.n for job^creai- 
ion^ the vroaotlott co« 
operatives, in tier*- f inn ana 
i»t«r-»group aobiiity. 

R ©-employment shall be pre- 
ti«^ded by trainlsg ooi,u^eo« 
lasting thre^ monfchs (four 
hours per ) to be set 
up ax'-^.er approval by the j 
appropriate or^anizatioii-s \ \ 

participation flkt the course? 
fihall be obligatory for the 
workers concoixidd. 



The re-eaployTsaetit of w<;rkei3 
^0 have tc-^t abided the cpuree'i 
shall take place at the rate 
of X-^IS per month of the 
total nuKJbcr aa ojad from Dec. 
1986^ the date on which ther 

fir/3t .cif^TBe ends 



-The ondertalcing by the company to 
inform the company's trade union 
representatives on vocat.^4>aal training 
taking place and the progx'ammes already 
un'ser way(contents, selection, ) odali tie: 
staff involved, duration, place, teachinj 
public funding etc.) 

?^i$hin the framework of the firm's 

at^-^tefiic plan, the elaboration of 

ik me diiuii- to-long one for vocational 

training to meet the needs of tech- 

no'iogical innovation, which plan shall 

>e examined^ jointly with the trade- 
union orgaziiSations. 

-liiicount'sre at company level to define 
•^during meetings of tne Technical 
Co»3xi»isaicn«- a procedure for regulating 
relations between the partners with 
regard to 'tolemcntation modalities 
(criteria o? refereuca with regard to 
training' ueeds, teaching' contents 
etc.) c ^ the training prograiomee, using 
pre«» established reference-points. 

— '^efiritioa,oo the basis of prograaBiea 
exasBinedp of t'le total number of 
h^urs to be set aside for vocational 
trainir*g, 

^The wiilijr^eas of the company to 
de^'elop vrlzh the Regions systematic 
consultative relations involving the 
social partners for the verification 
of regiont»l progrsfflmes. 

-Tio company shall give priority 
to A'ccatlonaa training init' \tivee 
which are directly connected with 
tochnoloATlcal innovation and with 
the rc-orgaaization of labour, as well 
aa the bettering of skill-levels, with 
& (StUllMftl view to impj70ving production* 

- To improve the training intervention 
both ilualitntiv«ly and quantitatively j 
greate-r us©, not only of the firm's 
reflouraes, but also of the most 
<lualified public structures ( Regions, 
I«R.l.)? ' 

8S 
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'or those workers deemed un- 
suitable the company will 
consider the opportunity of 
finding other initiatives 
having the aim of reemploying 
workers, which initiatives 
aimed at re» employment, shall 
be illustrated during the 
verification phases foreseen* 

In this context the partners 
have decided upon re^employ- 
ment plan which shall be de- 
fined before the 31st. Dec, 
1966 and foresees the re« 
utilization of 2,000 workers 
by mea&s of a number of 
different mechanisms (return 
to work, early pensioning, 
inter-firm mobility, job-" 
creation eto«)« 

In the month of December 1986 
and in September 1987 
encounters between the partnerii 
to verify: 

-training courses) 

- the re-utilization and 
re- employment of ataff^ 

- recourse to CIG, 



- the courses will be held during 
working hours, ^ 

The agreement of the 5th. March 1983 

-Considering the positive outcome of 
the experimental basic course in 
Milan, this is extended to all the 
other factories according to 
modalities set down by the National 
Technic^ Commission, 

- The establishment of the number of 
hours to be dedicated, during 
1983, to the carrying out of 
the basic course which shall be 
divided, more or less, into 
modules of about 40 houi'S for 
groups of 20 persons, ?or the 
years 1984 and 1985 the Technical 
Commission will define a proposal 
for a basic cotu*se plan which 
ehall take into account the firm*8 
strategic targets. and the 
resourses available, as well ae 
investments already made during 
1983. . 

- The National Technical Commission 
shall face the following 
questions: 

+ analysis of the principal training 
iters to be taken on the basis of an 
examination of the mid-tern skilla 
in order to draw up the proposals 
for a training programme in keep- 
ing with the fim*s strategic 
targets and with t*"? recovery 
of internal potential) 

•f examination of the lines of development 
of the organization of work in 
areas subject to technological 
modification and restructuring 
of a certain consistency in 
connection with specific 
training requirements; 

Experimentation of an informative 
course with a view to spreading 
a n '*informaties culture", both 
with regard to mechanical and 
and electro-technical tasks. 
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The agreement of the 12th,. July 198 5 

•i Reconfiroatloa of the strategic 
linportance,at all levels, of 
training in cocaection with tech- 
nlcsd and production requir ^meais i 
as well as the realization of 
the professional capacities 
of those trained with particular 
attention towards the achievement 
of equal opportunities for female 
staff, 

-Heconfirmatlon of the fundamental^ 
specialist and proposing role of 
the mixed Technical Commission 
with regard to all the training 
programmes of the firm and the 
operative modalities for carrying 
them out* 

• Training intervention for 1983 
equal to 900,000 hours of 
activity and comparative levels 
for those of 1986 and 1987 t amount- 
ing to approximately one week 
per" wo rker. 

-Specific programmes connected with 
the mobility resulting from the 
application of the "solidarity 
contracts", after a preliminary 
ftzaminatlon of the Technical 
Commlsslon^and the firm's 
representatives at local 

level, 

-Continuation and extention of the 
experience of a different utiliz- 
ation of the "ISO hours" for 
courses obtained In collaboration 
with the Proweditorati degli 
Studl and aimed at the recouperation 
of basic schooling and basic 
vocational training. 

«. ?or ^ 'Itive action the firm 
undfe ses to give its attention 
1 ' inclusion of female staff 
a 'i.^aining courses so as to 
promote their access to areas 
of skill where women are under- 
represented, on the basis of 
an organic project for positive 
action to be presented vithin 
the end of 1986« 
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-The placement of workers who 

have already attended training 
courses shall be the 
object of special verification 
at local level. 



'She new Italelcler ogreamexiii of 
5th« Nov. 1982 



-Withia the aabii; of a reetruct- 
urlaig progrssuney the definition 
of a tiainiag plan with ref erenc^ 
to I 

A) qualitati'^re ^aanecta 

-reatrueturintf reiiuirea not^ 
worthy mobility proeeaaes of a 
totally unusual kind which need 
a great effort as far as trail- 
ing and reconversion of staff 
art concerned: 

• the elevated technological 
level of the new plants and the 
degree of sophist oation of tls 
informative system requirr,s 
considerable upgradiz^ in 
quality and a new basic trains 
ing model, as well as an increa* 
so in educational levels* 
Difficulties have been encounterj- 
ed on account of the high aver^ 
age age of the staff ( about 
44 years), not f»nly with re- 
gard to trainirg but also with 
regard to professional motiv- 
ation and reconversion. Prelim- 
inary selection and orientation 
and. the need for even individuep. 
training appear necessary f 

. plant and organizational 
restructuring requires training 
intervention for all the staff, 
even for those not working 
a-^ the new plants them.'^elves.' 



Project for normative intervention 
in the "Itan^rossi" company 

(EKI agreement ,July 1984) 



The agreement between Laaerossi 
of Schio and the tradeunlon 
organizations foresees objecti\es 
and modalities for carrying out 
a rehabilitation plan for the fiim 
which will have important repercuss- 
ions upon the firm's staffing 
policy, among other things: 



- the undertaking to carry out 
voaational retraining action) 

« the adoption of contracting and 
legislative mechanisms that 
appear suitable: for example 
solidarity contracts, part-time etc«j 

« the quest for specific solutions 
to -the problem of vocational re- 
conversion of the female staff 
under CI&, taking advantage of the 
opportunities e8tab3.is!xed under the 
Soropean Social Pund-v 

The partners, following the agree- 
ment, set up a Joint Committee, 
composed of the tradevnion orgasm 
izations and the fim*s-v<fith the 
task of drawing up policy guide- 
lines, for example: 

- definition of the o'j; actives; 

- verification of tiie.U actdeve- 
ment 

- their modificatior during tho 
meetings foreseen ( if one or 
other of the partners or 
AfiPOl should request it}. 

A agency. AGPOL, had been sat up 
wi-'jh the task of developing traiaiii^ 
through: 

- the analysis of the organiaratioa 
of the firm is its various 
plants; 

-analysis of the reference occupa- 
tional figures 



-the training plan shall coace» 
2.500 persocs both technical aad 
olue-collar staff including 
ataff destined for the new plants 
and services and professional 
updating connected with organiz- 
ational reatructuriagi 

0) Training contents 

- for the personnel destined to 
the new plants and services the 
programmes foresees: 

+ an initial basic training in 
the metal industry and in steel 
and iron processing, in computer 
ays tana, equipment and automation 
and the technologies of the 
planta.of working modalities, of 
production and work organization 

+ a second phaaa of specific 
skill training, on the one hand 
to give kaow-ihow as needed for 
the single operative areas with*, 
in the plant and, on the other, 
to allow for direct experience on. 
aimilar plants in Italy and abroEd. 
with the aid of skilled operators 
and practical experience under 
the guidance of the aama; 

* fcr the updating connected with 
organizational featrvictturing the 
522^^52 regard, among others,, 

contents end targets concerning ' 
technological innovations: 

- the acquisition of new profess- 
ional contents, operational 
practice and qualitative pre- 
scriptions and security 
practices. 



Modules with a variable duration 
of 2 to 3 we»3k3. Practical 
coaching on the job in other 
productive units, lasting, on 
average about one month. 

5) notes on organization 

- Per the implementation of the 
training programmes, it is agreed 
that the internal str\acturea and 
the local ANCIPAF and the 
training centres of plant and 



- the study, planning and iraplementatioi 
of the courses; 

- the _ co-ordination of the didactic 
activities in the classroom and in 
the firm itself (stages); 

-verification of the learning level 
and the level of integration of the 
learners among themselves and with 
the persons present in the factories 
(the stage leaders and the tutors). 

This way there hae been an effort to 
avoid transferring within the teaching 
process problems that are the concern 
more of the industrial-relations 
system than of t raising. 

!Ehe various phases of the A(JPOL»s work 
were examined and approved by the 
Joint Committee. 

The first part of the programme, begun 
in autumn 1985 and concluded in Dec. • 85. 
witnessed a constant presence of the 
trainees in the class-room, for 14 weeks, 
equal to 350 hours on the whole, with ' 
the contribution of teachers made avail- 
able by the firm and by the agency, and 
penBltted focussing, among other things 
on the principal problems of the female 
condition. 

The second phase was set in notion 
on the basis of the new decisions 
taken by the Joint Committee concerning 
-the involvement of other factories 
within the Lanerossi gr»up as the 
place to be used for the stages 
period of the course ; 
-the request for greater attention 
to specifically female questions.. 

This second phase of the course began 
in February 1986 and ended in December. 

During this period the learners opera- 
ted in the factories under the same 
conditions as *the others workers 
present ;and periodical testing of 
the perogress ia learning and integra- 
tion was carried out. 

These ^ogress assessement took 
two forms: 

one left to the tutors abd to thobe 
responaible for the courses on the 
baAis of tests s*t up by the Agency s 
-the second carried out by the tra- 
inees themselves using similar 
mechanisms. 
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compoaent construction 
cooipdnies, as well as 
practical training in 
other firms. 

- For the instructors 
recotirse will be had 
to firm technicians, 
to MCIPAP experts, and 
to technicians belong- 
ins to plant construc- 
tion firms. 

As an annex to the 
agreement there is a 
description of the 
matters involved in 
the different areas 
with the indication of 
the number of the 
persons interested, the 
aims, the organization; 
of the various phases : 
and the sl»ruct\ire of 
the theoretical and 
practical training, 
of the curricula i of 
the training staff i 
and the duration of 
the courses. ; 



A. 



'SToiQ fmddage are integrated with observations 
in the field by thefii^m's consultants who co-- 
ordinate the entire process « 

A mtmbey of exe^jutives of the different factories 
have been involved both in the projecting 
sta^9 end in the design of the training process, 
and as monitors of the stages, obtaining results 
held to be significant. 

?rom the experience a number of considerations 
emerged concerning initiatives aimed at oveav 
coming discrimination against women with regard tc 
access to employment, such ass 

- the high level of motivation required of women 
in casta where the working role requires a 
consistent 'assumption of responsability (in this; 
specific case, the role of production assistant 
which requires the ability to intervene in the 
ambit of plants and human resourses)| 

- the consequent shift of interest from the family 
to the working <^rea; 

• the readapting of the role of wom^a especially 
in cultural and social, opntexts of a traditional 
type, with willingness to accept working hours 

of a more committing nature, with the consequence 
of having to reorganise family life; 

« the relationship technology seen as know- 

how and mastery or machinery, as a legitimizing 
element for production assistants; 

- the impact on fiitt "culture s i.e. on traditional 
organization and hierarchical structures," 
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2.6 Sohoo; aad vocatioaal orien tation and acheol ^trr>,w^^v ' 
transition a t local levels 

One of the greatest nowlties in collective bargaining 
a* inter-ooaf ederal level is the agreefflent signed in June 1986 
between the Interaiad,an association of public-sector companies 
and the CGIL-OISL-UII Tradeuaion Confederation, in which the 
partners undertook: 

- to set up a series of orientation experiences (pilot projects) 
aimed at facilitating the entry of young people into the working 
world, both young people attending school and those who left it; 

- to .create, with a view to this aim, a Joint Conaittee to 
handle the running of the pilot orientation projects. availing 
also of the specific collaboration of experts; 

- to sustain the activity of the Joint Committee by involving the 
national and local structures of both categories and by setting 
up appropriate institutional centres, both at national and 
community levels; 

- to carry out Joint assessment and evaluation, at least once a 
year, of the progress made by the projects managed by the Joint 
Committee, and publish reports on the findings. 

The undertaking of the partners are preceded by a long 
premise where: 

- the role of industrial relations in the soluvinn of guidance 
and school-to-work tra.isi*:ion is claimed, although th ) primary 
responsability of the public institutions is made clear; 
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• an overall reform of the orientatioa system is called for in 
the publio interest in aecord&noe also with the undertakings 
assuoed by Ii;al7 towards the international organizations and 

in order to bridge the " tr.^aditional and negative separation 
between acadeoic and vocational education"; 

• Joint action on matters of academic and professional or;lentation 
la believed to represent an essential aspect of improvement both 
of the industrial-relations system on the whole and of the 
educational system: of the country, marked by a high drop-out 
level both at compulsory and senior-secondary school levels; 

- it is foreseen that the programming and carrying out of 

Joint action will bocome an efficacious means of promotion of vaster 

significant experiences of co-operation between the fields of 

training and labour in the varir. ,s realities where they can be 

achieved (enterprise '^.itages" for students,' the use of experts 

for teaching purposes, guided tours and the study of company cases, 

refresher initiatives for teachers and managers eto.)« 

The agreement, which does not exclude the possibility of 
autonomous inititiatives on the part of either of the partners, 
has been favoured by the undertakin|;s , made by Intersind and by 
important public concerns in matters of vocational orientation 
and school-to-work transition at local level, in collaboration 
with senior secondary school instftutes and important Universities 
(1), which have taken various forms, such as 



(1) See: Preparar? il future - I'azione dell' Intersind per una 
maggiore Integra zione tra impresa e sistema formative, 
in the "Industria e Sindacato" supplement, 14 11/V1986, 
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lassona on the orgauiization of labour, conferences held by 
managers and company technicians in the public schools, 
visits to places of work, intervention by firms in laboratory 
activity in those schools carrying out work on behalf of third 
parties, company "stages", etc.. 

There have been a number of attempts at setting up a re- 
lationship with or courses for school teachers, and at promoting 
forms of circular communication between companies, teachers, school 
publishers, in order to arrive at a cooperative elaboration of 
study plans. 

Among the various initiatives we recall: a) the school- 
Work Project now in progress with the collaboration of Intersind 
and the Provincial Administration of Rome; b) the convention stipulated 
between Naples Proweditorato agli studi (Public Education Office) 
and Intersind and c) many lucrj. Intersind delegations and single 
public-sector companies (such as Se''enia) involved in collabora- 
tion with the school institutions; d) the universities agreements 
such as the Protocol between the State University of Rome ("La ' 
Sapienza") and the Intersind 's Rome delegation for collaboration 
in the fields of scientific information, of didactics and research, 
(1985); e) and the Industry-University project between the Friuli- 
Vrnezia Giulia branch of the Intersind and the University of 
Trieste. 

A network of similar initiatives, but on a much vaster scale, 
has been developed by the Confindustria by its territorial associa- 
tions and by its young industrialists committees and its other • 
organizations. 

Within the framework of the experimental and innovatory ini 
tiatives that involve the employers organizations we must mention 
the school-to-work transition pilot pro Jeers promoted by the EEC 

88 
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and carried out by the Ministry* for Education in eight 
important areas, involving 227 secondary schools, 2,440 
teachers and 21,970 pupils (2), 

The growing attention given by the ConTindustria to the link 
between the enterprising world and training processes is shown 
by the number of its territorial organizations (about 80 in 
1983 on a total of 100) involved in various initiatives from 
academic and vocational orientation to refresher courses for 
teachers, from the managerial training of head-masters to 
systems of school*- work rotation and the promotion of in- 
dustrial culture* This emerged also from its undertakings not 
only in the quest fer and elaboration of new policy lines (3) but 
also it^ internal reorganization ^imed at re-e^J^uating the function 
of private enterprise in training at all levels, including 
university and post-graduate* 

According to Paracone, who is responsible for the research 
programmes of a well-known Foundation^ prof essional training presen 
ts the following distinct problems: 



2) See: Report n. 19, 1985 on the social situation in the country 

carried out by the CENSIS, pages 144-145. 

3) Among the more recent initiatives we point out the contribution 
of the Convention on "Innovazione, Pormazione e Sviluppo" (Mantua 
10-11 October 1986) and those proposed for the seminar on 
"Formazione professionals: esperienze e ^roposte a confronto" 
(Lerici 27-28 1987). 
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- the need to render more effective the training aystem for 
the mature and traditional sectors of the Italian economy: 
industry, artisans, agriculture, traditional services 
(including commerce, tourism and health); 

- the need to answer, * ..with forms of both self- 
employemeiat and salaried euployement, the request expressed so far only 
in partial and implicit terms, for new skills of a techno- 
logical and medium- to- high professional level made by industry 
and by the services; 

- the way to support self -employment and develop new enterprises; 

- up dating and retraining, both of adults and of the young, so 
as to ffl^e the school and working experiences compatible with ne2r's 
of the labour market (^), 

One of the crucial points to be solved in order to face 
these differeat types of problems connected with the training- 
system, is that of the training and up-dating of teachers, which 
should be carried out by the training institutions and the 



4) C, Paracone : Una formazione per gli anni 90, a report made 

to the Agnelli Foundation on the theme 
"Per un sistema formativo italiano di alta 
qualita"* (Turin 11th April 1986), 
published in synthesis in ''Industria e Sindacato" 
n, 2 dating the 9th Jan. 1987, 
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enterprises to guarantee an adequate level of Icnow«how, to 
set up centres of "excellence" able to act a/i "Interfaces" 
between the trafamg system and the world of production. 
In this direction- two types of important experiences are 
already under way: 

- the large companies are transforming their training centres 
into service centres for the research, the planning and the 
running of training, activities at medium to high level for 
high-school and university graduates, such as the case of 
ANGI?AP-IRI , of ISVOR-PIAT and ELBA-OLIVBTT:^ ; 

- local firm organizations are creating, with the aid of the 
regional and local authorities, consortial centres or highly 
speciarized service centres, managerial schools for post-graduates 
technology-diffusion institutions like the Tecnopolis-CSATA in 
Fuglia« 

The interest of the companies and their associations 
shown in these experiences does not seem to meet with adequate 
participation by the trade unions, more preoccupied with basic 
training processes with a wiew to youth employment and retrai- 
ning of the unemployed, fields in which they operate, running 
their own. courses in their own inacitutions both at national 
and regional level (5), 



3) See: Come funziona e che cosa off re un aistema formative 
regionale: synthesis of a research project carried 
out by N. Schiavone and C« Faracone on behalf of the 
Agnelli Foundation in Fiedmoat* 
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However the interest shown by the companies and tho prospect 
Qt their taking a central role in the r« m of the training 
system as a whole, point towards the pr.uability of a differeat 
kind of involvement by the tradeunion organization even if it 
aroused different reactions and a number of preoccupations. 
It seems as if the privileged form of union involvement is 
within tri-partite relationships (trade unions- institutions- 
enterprise) rather than in direct trade unions-enterprise relati 
as shown by the recent arreements at regional level especiall- 
in the territorial contexts where small-scale to medium sised 
enterprise prevails (6) 



) See: Among others Alessandrini: Report to the Executive 
Committee of the CISL dated the 5th February 198? as 
well as the other documents of the Conf industria's 
Mantua convention and in particular 0, Del Turco's 
report. 
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Chapter 3 : Sectorial and regional cases 



i*l Participation j« v^^ational tr^^ ning in th^ h.Hi^.^, ^ . 
Industry in a weak area i thi.> a xamole nf t he 
"co«mftnfl|a;a d"builera' school of Pome2ifl. 
(Cassa-del-Meazogiorno area) 



Lerjc 
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3.1 Premiaa 

The relevant characteristics that interest us in the 
buildings field are: the high level of absorption of labour 
with traditional skills or no skill, the fairly stable demand for 
residential construction in the national economy, the incidence 
of public expenditure for inTestment in public works, in popular 
housing and in infrastructures, the relatfvely low labour produ- 
ctivity level, the low level of capital iiteasity and of technolo- 
gical barriers to entry, the presence of micro-enterprises, etc. 

» 

In recent times the difficulties in the sector have had 
a depressing effect on the labour market. Prom 1981 to 1985 

■ 

building has lost over 170,000 workers. let the area still has 
considerable weight in employment, absorbing 9*j>% of the total 
. working population. 

Salaried employment in this sector is in constant ■'.iminu- 
tion (in 1984 there was a veritable collapse) while self-employ- 
ment has maintained the levels previously reached. This structural 
change is also confirmed by census data according to which 
self -employment in the sector grew from 12j^ in 1971 to 22^ in 
1981. The explanation of this tendency is to be found in the 
organization model of the enterprises which tend to operate on 
reduced staff basis subcontracting various phases of the work 
to temporary working crews. These are often formed by ex-emplcyees 
who find it convenient to negotiate a continuous form contract 
of relationship witn the one-time employer thus acquiring the 
advantages (for example, fiscal) of the" submerged economy". 
These cases of precarious employment are therefore in part tol 
lerated by and in part chosen by the workers themselves, incli- 
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aed towards lutoaomy and exploitation of all working op- 
portunities made available. Approximately two-thirds of 
those employed have a continuous annual work flow. For the 
others work is often distributed over two or three three-month 
periods, even if non-registration with the Ca^sa Bdile (the 
sector's social-security institution) for a certain period 
does not coincide with periods of unemployment but rather 
with other forms of employment, even outside of the sector 
more or less submerged. 

The market presents, however, .« number o'f labour-market 
bottle -necJss . Notewithstanding the high number of workers, 
for the mast part unskilled, on the waiting list, there is a 
dearth 'of a number of skilled workers (brick-layers, carpenters, 
crane-drivem., etc.). And it does not seem that this imbalance 
will be set right because the building sector does not attract 
a sufficient number, of young school-leavers'. 

The area of Pomezia in southern Latium is included 
in those weak areas of the country where the so-called "Mezzo 
giomo" legislation is applied. 

Latium, after Lombardy, Sicily and Campania is the 
Italian region with the highest number of workers employed in 
building: 162,000 in 1985, equal to 8.7^ of the region's to- 
tal employed population. Self employment is lower here than in 
the rest of the country, 17.3^ against 2^1-. 85^. But the picture 
that emerges from official figures is largely held to be un- 
realiablej according to the CRESME enquiry (1986) "the labour 
maiicet in the building trade in the Ro .ie area seems to present 
two distinct faces: an official and a submerged one, roughly of 1 
same consistency." 

Over the past three years the enterprises regisl'ered with 
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the Casaa Edil© diminished by At the same time the number 
of registered workers dropped also by over 8,000 • However this 
decrease might well corrispond with an equivalent increase in 
submerged activity and employment • 

In this context of lew entrance barr-'.^rs, of high 
status given to specialized work and to traditional skills of a 
crafts type, of a broad potential labour market in a weak area 
where there is a high offer of unskilled labour but a lack of 
specialized skill, there emerges a particular kind of vocational 
training system where most of the interventions, especially those 
aimed at entry into employment are run Jointly by "employers' and 
employees' organizations. 

The reasons that have led, historically, to the develo- 
pment of this type of training system regard the need to regulate 
entry into the building trade by defining the criteria of 
selection-competition and so avoid that the pressure of compe- 
tition react negatively upon wage levels leading to the risk of a 
reduction of standards and of employment prestige in the highly 
skilled crafts. 

Governed by the national collective labour contract 
stipulated in December 1952, the 3uj Iding- Trade School Institu- 
tes run professional training courses for the young (generally 
for those holding a junior secondary-school certificate) and 
for adults already working in the sector. The advantages re- 
cognized to the training given by these building schools are 
above all: 

- a close tie between the training given and the real work 
situation; 



107 



- easier access to employment for trainers with a basic 
education, favoured by a more specific intermediation 
between supply and demand of labour; 

• the greater motivation of the pupil who "sees" the concrete 
possibility of one or more outlets; 

- the essential and coherent nature of the training cycles; 
•the generally elevated quality of the training centres; 

- the benefits those trained in the schools have a right to. 

These School Institutes are present in almost all 
the Italian provinces: in 1984 4.500 students attended the courses, 

It is generally held that the most valid schools for . 
training in the building skills are: m\EO, Milan, GIPEl', Turin 
and CEPMS in Pooezia. 

This type of jointly managed schogl which finas an 
important analogy in the schools for printing skills, has been the 
object of attention during the debate concerning tha reform 
of the training system. On the one hand the possibility of 
extending the formula to other sectors, that is to the regio- 
nal vocational school:., cr.me forward; on the other, problems and 
some new diff icultiei* aat reduce the efficacy of this type of 
institutional solution, were brought forward. In particular 
the "horizontal" and peisBSive character of the new technolo- 
gies seem«3 to reduce the epportunity of defining professions and 
Job mobility sectorialiy. On the other hand the level of submerged 
activity, /ith all its implications of implicit training, skilling 
and deregulation seems to' grow in proportion to the improvement 
of wages aiid working conditions. 
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3.1 •£ ' The Building School at; Pomezia (Southern Latium ) 

The (Centro per la foraazione delle Maestranze Sdili) 

of Rotae and the province of Rome was set up in 1933* It is 
run jointly by the ACjIR ( Associazione Costrufiori Sdili di 
Rome e provincia)** and by the three central tradeunioa orga- 
nizations for the sector: FILLEA ,piLCA,FBNSAL» The training 
school and the building-yard are situated at Pomezia, in the 
province of Rome and have operating since 1930. 

CS?ME gives ample room to initial training and, within 
its structure, to training contents which p:i±ilege multif unctio- 
nality (polivalence) • Howerer, besides training young people 
who have finished compulsory school, the building school organizes 

ft 

annual courses aimed at teaching specific skills. 

The 1986/87 courses held by CEPMB regarded four funda- 
mental fields: * 

1) - builders - layers - plasterers (biennal course) 

2) - carpenters - fitters - scaffolders (biennal course) 

3) - drivers of earth-removal machinery (one-year course) 

^) - building-yard operators of cranes and electrical-mechanical 
craftsmen (one-year course). 

The two-year courses are open to young people who have 
finished their compulsory education and are between the ages 
of U and 25. 

The two-year course is articulated as follows: 

- basic course lasting five moiths a^ orientation for choice 

of the specific skill. The object is to recover basic scholastic 

notions (arithmetic, mathematics, geometry) and to begin acquiring 

basic information and training necessary to the builder's and 

carpenter's skills. At the end of the basic course, during which 

the re are also less ons of civics and concerning labour legislation 
♦ Centre for Building Skills Builders' Association 
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there is an aptitude test to sound trainees' suitability for the 
building trade in general and help them (Jioose one of the 
qualification cpurses* 

" <^^alification course sthis lasts ten months. The teaching 
during this theoretical-practical phase concerns; practical 
exercise ( twenty hours per week), technology and drawing ( tu . 
hours), scientific culture ( two hours), civics and labour legis- 
lation (two hours). 

-Pinal stap;e : this lasts eight months and gives practical train- 
ing in the centre's 'simulation' vaM ( work on the extension 
of the centre itself) or in external yards. In this latter case 
the CE7ME makes use of conventions with the Administrations of 
the surrounding municipalities to carry out works of public 
utility. This practical work involves the trainees for thirty-two 
hours a week, while four hours per week. are devoted to theory. 

The final examinatiana are held before a mixed Commission 
of aembers of the employers' territorial organizations and of the 
trade union, of the Ministry for Labour, of the Ministry for 
Education, of the Latium Regional Authority, as well as a member 
the school itself. The trainees who receive their certifir.«^:^ «.. . 
guaranteed employment ^ 

The one-year courses are reserved for over-seventeen-year- 
olds who have a sufficient basic technical-scientific education. 
The training course foresees a sole phase including theoretical 
instruction, machinery handling, laboratory and work-shop training. 

The biennial and one-year courses had, in 19.86/87, an 
attendance of 200 trainees. 
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On 1937 the school set up a further five courses, under the 
following headings: 

-Salvage of buildings : this course regards skilled workers already 
engaged in the building trade* and over the age of 23* The course , 
which lasted five months (430 hours 0^' theoretical-practical 
training), was attended by twenty-five persons. The exit level 
is that of skilled labourer and the trainee qualifying from this 
course may find employment in the recouperation of historical 
towns and existing building patrimonies; 

-Skilled multi-function seaffolders : this course is open to skilled 
workers (scaffolding carpenters) already employed and over the age 
of 25 • It involves 23 persons for six months ( 600 hours of theoret- 
ical- practical training). The exit level is that of skilled labourer; 

- Decorator-plastereff : ordinary employed unskilled workers may attend 
this course if they are over 25* It las'^s five months (^50 hours). 
The exit level of the twenty-five trainees is that of multi-function 
skilled worker, that is of ordinary plasterer of walls and ceilings, 
painter and scaffolder; 

■ Pile-driver and driller : this course is open to unskilled workers 
who have been unemployed for at least twelve months and caters for 
up to 25 enrollments for six months (600 hours). The exit level is 
that of specialized worker skilled in the use of mechanical pile- 
drivers and drills, with a knowledge of terrains, basic mechanics 
and sauldering; 

- Archaeological Restoration : this is a "positive action" course. 
It is open to unemployed females of any age.It offers 30 places 

and lasts five months ( A-50 hours of theoretical-practical training). 
The exit level is that of skilled building craftswoman specialized in 
the maintainence and recovery of archaeological and monumental 
property. 

Ill 
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Tbes. courses for adults ars held in the evening, kb w, 
ean see, the traditional crafts prevail, although renewed 
in keeping with «» logic of the valorisation of the artistic- 
cultural patriBony of . the country. The cms intends holding 
courses too for intermediate figures (building-yard assistants) 
and technical workers (designers). The average age of those 
attending the basic course is Just above 16. while that of 
those attending the specialisation courses is around 22 with 
a srea«er age dispersion among those attending. The majority 
Of those attending qualificaUon courses has a Junior secondary 
school certificate. 

. About one third of those attending the specialization 
courses has a senior secondary-school diploma. 

The previous school curricula of the young people 
attending the qualification and specialisation courses are 
marked by a significant percentage of school failure which 
is the principal or partial cause of their dropping out. 

'•^•^ OriantatiBg. selecti on and aennsa to woric. 

The CS?nJ! devotes much attention to the publication of its 
training activities. It has frequent encounters with the district 
school authorities and the Junior secondary schools. There is 
also close collaboration with the Proweditorato agli Studi 
for the planning and creation of "guides" to orientate pupils 
leaving the Junior secondary 
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schools, as well as with the Labour E^^thange Offices. The Building 
School also takes part frequently at exhibitions (The Fair of Rome, 
Teverexpo etc.). 

The young people who apply to attend the.C'ilPME's courses 
are more numerous that the places available: an average of 400 a£ 
plications for 200 places* 

The selection takes the form of an interview-test in which 
the candidate'' s suitability for the building trade is assessed* 

An important characteristic of the Pomezia School is that 

an agreement between the social partners guarantees employment for 

those completing the courses. In actual fact about 70^56 of the 

trainers finds work opportunities before even finishing the 

training, course* 

According to the CEFHB authorities the pupils taken on by 

the companies avoid the usual period of unskilled work typical of 
apprenticeship (the most direct way to work) on account of their 
good training level which - according to CEPMB - is half way 
between qualification and specialization. 

When taking on new staff, companies are always inclined 
to avail of the CPL system which allows, besides hiring by 
employer selection, a noteworthy saving of labour coste during 
the first two years (6 to 8 million liras per annum per young 
person hired). The usual procedure is the fo*" lowing: the young 
person qualifies as a builder or carpenter (two years), is 
employed by the firm on the basis of CPL formula (the CEFME itself 
undertakes to handle tho training programme) for a two-year period 
and at the end - if all goes well - he is employed en a permanent 
basis. 

And yet it must be pointed out that the school gives, at 
the end of the course, only a certificate of oualif ication^ while 
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the attribution of the qualification itself and relative registra- 
tion in the worker's work permit is left to the employer who then 
proceeds with employment formalities (within thirty days). 

The qualification, by the agrtement of the partners, day be ■ 
granted by the school only in the case of those courses foreseeing 
rot.-Uon between training and work in external yards. 

^•^•^ The orga nizations model of the GEFMs; 

The is run by the Administrative Council composed of 

six building constructors and six tradeunion executives belonging 
to the sector. The Chairman is. by Statute, an AC3R member, 
the Vice-Chairmanship given to the trade unions. The General 
Director is nominated by the trade union. 

The running of the training activity of the building School 
is handled by three management Offices: technical-administrative, 
didactic and residential. 

The staff of the Pomezia school is composed of 55 persons, 
all on a permanent employment contract. The teachers, including 
those teaching theoretical subjects (engineers and architects) 
and those teaching practical skills (usually specialized 
workers, and some cases draftsmen) are twenty-six in all 
(out of 55). 

The trainers' working obligation is 22 hours per week 
teaching as well as 12 hours of planaing activity and external 
conferences. Svery year the teachers are sent on an 8/12 - week 
refresher course. 

The complexe which houses the school at Pomezia covers a 
surface area of 50,000 square metres of which 12,000 coverd. 
The school has 13 class-rooms, three labor-tori es, a 500 - place 
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Confereace Hall, a library, a screening room, a gyraaaiun, sports 
facilities, lodging covering 5,800 square metres (38 rooms), 
a 500 - place canteun, a kitchen able to cook 2,000 meals at 
a time and other essential services, 

3.1«5 Training - aci-ivity planning 

A thorough knowledge of the labour mai»ket, the evolution 
of professional profiles and company organization models are 
considered by the school the basis of training activity and training 

Another important element is the Joint planning with the 
building companies or with their associations of the types of 
courses, of the didactic syllabi, of experimentation, of the 
improvement of the assessmast- and intervention methodologies* It is 
this way of proceeding that in a big way guarantees reaching 
the fundamental pim of training: that is the employment of the 
pupils at the end of the courses. It should be mentioned that the 
hypoihesis of a platform for t;he building workers at present being 
discussed requires the setting up of an Observatory for the 
sector with a view to guiding the action of the schools and 
of the ?ormedils( joint national organisms being at present set 
up at national and regional level for the promotion of the 
financing of intervention). In 198^, through PORMiSLIL's natio- 
nal branch 18 projects for 2,000 pupils were presented to the 
European Social Fund, 

3,1,6 T he Building School's Pinqn^Trg wr>r^^a^_ 

The Building School's financing is proviied for essentially 
by returns from a part of the contributions paid by the enterpri- 
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aes into the Building Fund and calculated at l;* of the 
workers' salaries. This type of financing represents one of 
the -^-rong points of the schools as it guarantees sufficiency 
of means and autonomy. Other sources of financing are the E2C 
contributions to projects passed by the European Social Fund and, 
with regard only to thoj.., retraining courses held at regional 
level, contributions of the Latium Regional Authori:y towards 
projects passed and funded by the national "Pondo di Rotazione" 
(Ministry of Labour's Training Fund). 

3.1 .7 Services granted to the atudents in training 

The students may lodge on the School's premises if they 
choose to board. Besides the canteen, personal equipment 
(professional clothing and tools), access to the didactic- 
technical structures during free time, the students also have 
the rigkt to an attendance grant (of about 80,000 Italian Liras 
p«r month) as well as a refund of travel expenses. 

3.1.g"Co - management" in practice; some oonclusiona 

The CO - operative model put into practice by the CEPMS 
seems to have given results as far as relations between the two part 
ners and efficacy of the intervention are concerned. Relations 
between ACER and the trade unions, and these between the Council 
of Administration and the Dirctor General of the School seem 
to be marked by maximum collaboration. This is demonstrated by 
the fact that all the decisions passed by the Council of 
Administration are always approved unanimous and not by a 
majority although the Statute allows for this latter possibility. 
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Problems can and do arise between tradeunioa organizations with 
regard to the assignment /rotation of posts within the GEFME^s 
staff (The General Direotion and the three Technical-Administra'<ive, 
Didaotio and Residential Directions). 

Relations between the CEFMJS and the other institutional bodies 
(The Froweditorato, the schools and the Employment Exchanges) 
are frequent. An agreement for the restoration ot the Castle 
of Perna has been stipulated with the Roman Municipal Authority, 
Here, in the locality of Decima (in Rome's municipal area), the 
School has been able to open up a yard for the training of pupils 
and bas permitted the Municipal Authority of Rome to save up to 
60/6 of the restoration costs (paying only the costs of the ma- 
terials used). 

There are, however, difficulties and problems. The 
Pomesia School is today being used well below its potential 
with regard to the courses set up, the type of trainees attracted 

J 

towards it, its exploitation on a 2^.-' hour basis. 

There is, besides, still much to be done with regard 
to the functionning of the structure, the quality and variety 
of the training courses. To this end, the proposed platform for 
renewal of the national contract, that will be proposed to the 
building workers, points out the need: 

- to extend vocational training to the white collar staff, with 
funding by the companies; 

- to have apprenticeship hardled by the Building Schools, raising 
the number of basic and theoretical training; 

- to favour the utilization of CPL on the basis of suitable 

re - regulation, leaving tpprenticeship for .the 15/li3-y«Gr-.old group; 
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- to utilize periods of CIG and Special Unemployment Subsidies and 
organise retraining courses for workers; 

- to promote specialization courses for technicians and middle 
management ( c adres ) j 

- to promote study/work initiatives for new graduates from the 
senior secondary schools and from the university faculties 
with some bearing on the builiing trade and who intend 
working in the constructions fteld. 

To favour the development of vocational training, the 
social partners have urged, within the framework of a supple- 
mentari provincial agreement, the setting up of a joint 
Regional Committee for vocational training (?orm^ Lazio). 
This organization has the task of earring out at regional 
level, the statutary aims of the national PORMSDIL, already 
set up according to the Caitzad: of 1^ 3 , to co-ordinate the 
initiatives being carried out at provincial level (European Social 
Fund projects and Voacational and'training plans) and for the . 
presentation of a coordinated programme of intervention for the 
Latium Region. The supplementary provincial agreement makes 
specific mention of the CEPM2 as the suitable centre, on 
account of its structures and its didactic experience, the 
seat of Latium' s Pormedil. 

Finally, the Region aims at placing the activities of the 
CEFME within the framework of its regional vocational training 
plan. Given the need to requalify and potentiate Regional 
vocational training, it has been suggested that the jointly ma- 
nagad training institution model be transferred to the training 
activities run and controlled by a number of regions (for example 
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the South), According to some experts this project would be more 
feasable in the case of "new" than in that of the transformation 
of ''old** ones. This on accwont of the problems connected with 
recycling structures and human reso-irses (trainers) often inadequate 
for new training tas^ss. 

On the other hand, it is precisely with regard to new 
initiatives that this model, as illustrated through the Pomezia School 
shows the greatest diffllcultifis o f ad^ataont a) sectorial delimitation 
of the professional profiles (which end up becoming traditional 
nedium-to-low- craft sicills, even if up to date) with respect 
to the new technologies which are of an inters ec to rial character; 
b) competition with the parallel maricet (both black and grey) of 
irregular work; c)the availability of young people with an 
insufficient educational background and poor scholastic careers. 
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Experiences in the banking sector in a region of 
the so-called "Third Italy" with oartioular reference 
to female workers. 
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Training in hankn 

A caea* study on participation in vocational training 
in the banlcing sector is of at least two-fold interest, wHich 
amerges more sharply when contrasted with the one on the building 
trade just examined. In fact this is a sector in the services field 
whi:h has undergone a strong increase in employement over the 
past few years: employment, in banking concerns has ri^en betwen 
1970 and 1985 from 142,000 to 304,000, that is by 1145C , against 
a 43!^ increment for the services sector on the whole over the same 
period, and a mere 7.1 5^ increase in employment, in general 

Basides, it is a sector in which the female component has 
increased significantly and where the sez ratio has changed considerably 
( see Table), 

The considerable increase in hiring that has been thus determined 
as well as the sizable reconversion , mobility and reorganization 
processes imposed by the new technologies havi led to a growing 
demand for training . The expansion of training within banks is 
a relatively recent phenomenon in rapid expantion : from a recent 
sample survey (see:?onnazione, ABI,n.l) it emerges thet before 1971 
only. 125^ of the banks examined had begun training activities, but 
that this figure had risen to 30?^ by 1975, whil* as many as 55'^ of 
the banks bagan training experiences between 1976 and 1^60 . 

Attention towards the problems created by the growing female 
presence and the increased demand for training is shown by a number 
of studies and conferences carried out by the soci .1 partners. 

The ?I DAL/CGI L , in particular the women's group of the Vicenza 
area, carried out an enquiry, into the Condition of women in the 
bank, elaborating data gathered through distribution of special 
questionaires to women workers, 
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?roffl this inquest it emerges , among other things, 
that the banking women are relatively young: the maximum 
level of hiring in hanks was reached during the 1977/79 
period in coincidence with the wholesale introduction of 
infozuatics. As a result, the majority of women are employed 
at initial clerical career level, She ?ISAC/CGIIi, on the 
basis of the findings of this inquiry, noted that dissatiafactioc 
with work for the most part was connected with problems 
related to professional know-how, to career and workin]g^ho\urs 
rather than with discrimination as such* 

■ 

?ABI, too, held a Convention in 19^3 on "The ?emale 
Presence in Italian Banks'*; 

?rom t^e **re8earch on female employemnt in the 
banking concerns'* carried out by the Centro Bicerca Organizzasi-x 
one Azendiale of the Bocconi University of Milan (1964) it 
emerges that, whereas in banking the managerial end executive 
career is strictly connected with age and seniority, the 
managerial and executive posts occupiable by women are 
necessarily limited due to the low number, of women with 
the appropriate age and seniority requirements, since 
until the seventies very few women entered banking at all« 
There also emerges a negative discrimination (though ali^t) 

as far as the professional career is coucemed, in that, in 1984 
the proportion between males and females promoted and the to- 
tal male staff was 13 #0^, while among the female staff 
the proportion wa«,ll*49^« 

?rom the data concersiing training, it emerges that in 
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1984 tbe amouat of maaagerial and professional training carried 
out by the baok was on a level, more or less, with other sectors 
Of industry and of the semces in Italy. 

la terns of training days per person there is a difference 
Of approach to male and female workers with the same typ, of 
coursei for the males one finds more specialist/managerial 
training, fcr the females greater initial/professional 
training end more language courses. 

The Associazione Bancaria Itallsna (ABI), in collaboration 
with the Sank of Italy and the Banking ^ploy era 'Association 
has promoted a surrey on the -state and prospect of training 
in the banking sector-, from which emerges the fact that the 
introcuetion of training activities within the banking institut- 
loaa, ^iith the creation of special training offices, goes tack 
to the seyeaties. This m^aas it is of relatively recent origin 
when the banks were going through a period of great expansion 
and consequent increase in hiring. OMs origin explains 
some of the features of ia-bank training! 

1) it look! like a kind of -home-made- training, aimed at fitting 
the needs of the internal labour market, at -socializing- 
•aployeo within the f inn, at legitimizing the career structure 
and having very few contacts with the external market and 
giving littXa attention to the dynamics of productivity and 
the organization of work. The closed nature of the training 
model explains , in part, the almost exclusive reference 
to professional trainers for the planning and running of the 
training activities (Consultant Agencies) and the exclusion 
of a say by the social partners in matters of planning and 
control. Only the lesser banks, due to the evident difficulty 
of keeping the process closed within their own institute, have 
availed of training centres and of the larger banks ,too, to 
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tralA staff} 

2) training was aimed at coaching and the promotion of aa entez^ 
prlaia^ mentality and has o&tered above all for the needs of 
the newly-hired and the white-collar staff , especiallj at lower 
levels. The episodic and noz^target nature of these training 

activities and the lack of connection with production and 
manpower plaioning and with the need to meet the requirements 
of development and organization explain the lack of systematic 
practices of evaluatioiv^verlfication of the training process, 
ffhicb the StadLy reports* 

During the present period, important changes of outlook 
can be noted* The employment boom has ended and the banks have 
bioose more aware of the need for rationalization and efficiency 
in organization, Xesldee, the market has imposed considerable 
changes in products and processes which have changed the "quali ty' 
of training demands. Snphasls has been placed, therefor9,upon 
specialized trminlog in the new processes or the new functions 
(for example the commercial ones) tailored for high level staff. 

The participation of the social partners fdajMS a parallel 
pattern which is not necessarily converging on and in harmony wit: 
these changes. The inquiry documents: an increase in the demand 
for training toy tlie trade unions, by the employers 'associations, 
>jy the enterprises and by tlie staff managersi " the atmosphere 
regarding training ( with regard to involvement) appears from the 
response to be decidedly positive (op cit. p. 12)". 

The principal normative vehicles through which the social 
partners foxmalize their request for more training are the 
national collective contracts and the supplementary company 

contracts* 
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Such nonnative oechanisms foresee specific guarantees 
for carryia^ cut the coatraota themselves, la particular, at tht 
requei* of the trade unions, si:c-monthly encounters with the 
eirectioa may be held where the problems concerning work relations 
can be discussed and suitable provisions made. 

The aatioaal collective «3ontract for the banking sector, 
stipulated ia J983, contains provisions regarding professional 
training, la the chapter entitled " professioaal traiaiag, 
aki-liag and up-dating", suitable trttlainf for ne^ --hired 
white-collar staff, to be held during nomal working hours 
is foreseen. It has also been stipulated that at the request 
of the tradeuaion organisations, meeting to illustrate matters 
of tradeuoion and labour interests, may be held. Furthermore 
the companies , in order to favour an increase in professioaal 
capacity, shall promote annual non-selective professional, 
training and/or refresher courses, open to the voluntary 
participation of the white-collar staff ou permanent contract, to 
be held during nozmal working hours. 

These clauses foresee, besides, that the time and the 
modalities of the courser must be as4e knowc in advance to 
the staff and the sompany's trade union representatives and that 
the general direction must examine any recommendations nth 
regard to the cuurses made by the co-ordinating body of the 
company's tradeuaion representatives. 

Not always does this increased interest ia aad request for 
^-"viuing become real aad efficacious participation, breaking 
dow^ the traditioaal - olatioa barriers io the baal-s* traiaiag 
offices. These offices, which took care of the realiaatioa oi 
the training projects used, ia fact, to limit themselves to 
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rendarlzig operative the initiatives set up , thus responding 
with conaiderahle autonomy, to the demands of the social 
partners. They rarely carried out consultant functions; thus 
they found themselves in a position of "line** rather than in 
one of **8taff'*« 7he very involvement of thoss nho availed of 
the training progranmes, that is the workers themselves, is 
seen to have been rather formal and unresponsive, because "^they 
rarely knew the aims and the modalities of the working iter 
awaiting them** and they found themselves obliged to undergo 
training without an analysis of the motivation and only for 
t:ie sake of job content. Therefore, the workers* attitude appeaz^ 
ed "aabivalsnt, divided between a benevolent acceptance and a 

t 

substantial indifference. •«**• 

Another fact coonected with insufficient participation 
that emerges from the survey is that jCf discontinuity and 
assessment: "one gets the impression that onoe the annual 
packet of training projects has been defined, the activities are 
not supported in a tuffloiently continuous way by ulterior 
information for the participants but that they follow their own 
cour8e(p« 11)9 The assessment, besides, is limited to an 
analysis of the impact of training on immediate job perfomance, 
on standardization of conduct and knowledge and the normalization 
of the atmosphere within the company, without penetrating 
into more significant questions concem-'.ng behaviour/attitude 

and industrial * culture*. 

Awareness of these lacks, as well as external pressure 
from the "m^'ket" is bringing about deep change in the quality 
oC training actlvitlos in banks, with a shift of targettiag 
to higher levels, with a more direct and "motivated** interest 
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oa tha part of the compaaj managements and/or on the part of 
the wcrker8,and with emphasis on enterprieiag 'culture* 
(see scheme i« 

Having established the t^ca that the explicit request 
for participation by the social partners in the training 
process in this sector has grown, it remains to be seen 
whether these requests have any real effect upon the -. 
Changes tailing place or are simply a c^artit^ive extension 
of the foxmal aspect of the problem. To this question 
(and to others connected with It) we have tried to give an 
, answer by means of a4 hoo verification of a particular 
and specific situation. 
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3#2t2 Ihe Oaat of ttn TuBcaa Bankg « 

Tuscany is a region of central Italy where the develojaent 
process, due to email and medlm eompsnles end spread of 
enterprising and of technological inoovationt has been particularily 
Tlvacious* 

With Snllia and the "Adriatic Line* regions, Tuscany 
has had a type of deyelopment ( the so-called "third Italy? 
in that it' 13 distinct from both the backward Italy of the South 
and the "industrial triangle" of the North) that has turned out 
to be particularlly capable of handling, with flexibility , the 
shocks wt the seventies, and has therefore found theoreticians 
and supporters in Italy and abroad (see Bzusco, Becattinl,Plore 
and Sabel}« One of the basic eharacterisiics of this model is the 
elevated level of involvenent la the production process of the 

social partners \ employers* asid tradounion organizational 
public bodies etc). We wished to verify, in this region and 
within the nnbit of this model, if participation la the 
training process has retained and followed the changes la training 

la the banking sector* 

It is necessary to point out that the value of the case 
la more nbloftatlc than representative, in fact, we find oup- 
selves in what the experts call the best conditions for efficacious 
participation in training activities. Besides, the principal bank- 
ing institutes operating in the Hegion are pablio law bodies 
(Monte del Paschi di Siena, Banca Toscana) or Savings Banks 
(Cassa dl Rlspannio di ?iren«e, Cassa dl Risparmio e^ Depositl 
di Prate) or Popular Banks (Banca Popolare dell'Btruria) The 
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data of these banks coaftm the fact that the. increase of female 
employemeat i« considerable (+ 96?4 la the Baaca Toscana , ♦ }6f 
la the Monte Ui Paschl,* llOji la the Baaca Popolare dell'Ktruifa, 
45^ la the Cassa dl aispaawlo di Pireaae and at much as +45?; la 
the Prato eaviags banlc),. Besides, It is significant that the 
lacrease in first and second level clerical women staff corrisponds with 
aa equivalent decrease la male occupatioa, la the upper raaka of employ- 
meat the growth of female employmsat is more relevant thaa that of 
males. 

Prom a number of company contracts aa increased demand for coatrac- 
tual regulatioa of training emerges quite clearly. 

The supplementary coatract of one of Tuscany 's leading banks, 
foUowiag agreemeats betweea the social partaers , raises the miaimum 
traiaing period for aewly hired first level employees , which the 
1983 National Collective coatract has established, doubling it to 
eight weeks. Of these , four are for theoretlpal-pratical training 
In the training Ceatres , two set aside for oa- the- job traiaing 
and the rest to be used elastcally at the Training Centres and/or 
at one of the company's branches or at the Offices of the General 
Oirection, 

As far as the second level staff is concerned ,( which 
with the preceding level represents aa Important female 
employment sector ), the supplementary contract multiplies the 
miniaum training period forseen by the National Contract for the 
newly hired, by two and half, taking it up to five weeks . 
Of these, three weeks are dedicated to theoretical- pratical 
training at one of the Centres and two for job adaptation. 

In the case that ; due to certain operative ' needs , it is 
necessary to use the training time of first and second level employees 
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differoatly from tht norms set doivn in the contracts, It is 
requirid that the bank oomuoicate this to the companj Unions* 

Hecenily, on the basis of initiatives carried out by the 
company's trades unions , another banking institute operating 
in Tuscaay. stipulated a supplementary contract with the company 
for the training of wUte collar, caretakers and auslliar staff. 

This eontracH forsees that newly hired white-collar staff avail 
of a training period of at isast twelve weeks;to .f ive oi" these are ias 

eligibl* employees promoted to the first level from the lower level 
or from any other earner level* To this coiirsQ* devoted to banking 
fraction. at the Training Centre, all are eligible, 
Thia pvrlod is XoUowed by the placing of the newly employed within 
the staff at the Head Branches or Autonomus Branches for pratical 
trainixig for four weeks under the guidance of e:cperienoed staff 

of the branches themselves. The remaining three weeks are dedicated 
to training in the Branch were the employee will work on a 

permanent basis* 

A further specific clause agreed upon by the partner* forsees 

the undertaking to promote, during working hours, at least four 

trELining/information type courses " and specialization courses'* 

open to voluntary participation • 

The first "^ype lasts thirteen days of vhich three are dedicated 
to " information " and the other ten to " coaching •* • 
The first level employesa, the clrrks and ushers are eligible for 
the " information phase • The possibility of choosing , 



Within th6(- training ambit, among four different subjects 
is given . The four subjects are: basic course, a course on bank 
credit issues . , a course on questions of organizatiin and finally 
one on tenea reqiurstes by the participants. 

The "specialization courses" may regard the following topics: 
Executive functions, Risk Management , Poreisn Banking , the Stcok 
Exchange, Developnent/Marketlng, and may be attended by upper 
level employees and those first level clarical employees at the top 
of the seniority lists. 

At the end of each course the participants undergo a qualifying 
exam atwhiOi four bank employees nominated by the Sseretariats 
of the Trade Unions take part. 

Those employees who pass the en hare the right on the baala 
of their placing in a merits list, to chooat a branch office of the 
onea Indicated by the bonkaat the moment of setting up the courses 
where the specific qualifications learnt at the courses are put to use; 
'rom the date of nomination on the basis of the aforementioned choice, 
the employees are promoted to the level immediately above the previous 
one; they were employed in up to that moment^. 

Until recently, the negotiations carried out at national le^ 
between Aeslcredlto il- and the ^anklng tradeunlon organisations have 
permitted the drawing up of an agreement for a collective nation^, 
contract for the "cadrea", the white collar staff, clerks and ushers 
of ths credit sector. 
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The new contract condltione, which will remain effectly^ 
until 31at« December 19d8| faoe themes connected with the 
organization and technical functioning of the banks, such as 
flexible working hours* 

▲a far as the role of the trade uniona is connected a 
greater number than before of informatiye oomouniques regarding 
aspects that most directly concern work relations, cure foreseen* 
In particular it is foreseen that the company grant to the 
trade unions, at their requeatf infomation concerning topics 
such aa emplojtaent trends and the destination of the newly 
employed to the ▼arlous branch offices, indicating separately 
data concerning males and females* 

e 

Besides, the national oolleetiTe oontraet requires the 
separate communication of separate data on female and male . 
staff as far as training and tuznorer are concerned, 

Finally, the new norms foresee that the criteria concerning 
distance control of employee performance and 07L be set down, 
and define and regulate the new class of the "cadres* ( estab- 
lished by the cadre recognition law of 1985) • This category 
is aharacterlidd by functions that InTolrs particular hierarchical- 
executive responsabilitles, that is, elevated professional skill 
and decisional powers. 
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2*3 ConfUa^iitiB 

Definition by contract of coatente and duration of 
o«urs«a , tlie extenslom of the minimal training periods, 
obligations concerning information and conmatationa, participation 
in the Sxaaination Boards, forecasting and planning of job 
opportunities and placing within career structures: these 
arc the new (initial but qualitatively important) signals of 
a more decisive contribution by plant-lerel bargaining towards 

the definition of the role of the social partners in training 
processes, 

Qiese signals qualify but do not change the opinion that 
the level of real Involvement and control is insufficient. 
"Participation in training processes is notwexistant*i one director 
of an important bank training centre told us. Participation 
( even in -the most advanced situations such 

as ITuscaay) hardly ever goes beyond setting down in contracts 
some aspects concerning participation. The agreements (with 
some significant exceptions contained in the last contract 
platform) lack specific indicatiooB concerning f ei^'le staff . 
The increase of female employment in the sector, with all its 
training implicationa, seems to have taken place largely 
outside the active intervention of the trade unions. Besides, 
in general, the unions seem to* have enccuatered great difficulty 
in following and controlling processes of restruwturing and in 
overcoming their traditional weakness within the sector. 

Once again an efficacy constraint in participation in train 
ing seems to be closely connected with constraint in the evolution 
of the industrial-relations system. The paradox lies in the 
fact that it is within the very sector of banking that the 
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partioipatien in training ia.most wanting and Weakest and. 
adaptation to th9 mechanisms of industrial relations is the 
slowest and the most laboured. In fact in b&oking the internal 
labour market is in great expansion, the upgrading of qualifications 
and the growth of employment is noteworthy, there is still soma 

fom of public regulating defence; against competition and the 
demand for training is on the increase and "qualitatively" 
iBproTing* 

Thus in the very husua of fsrourabls conditions (markets 
regolation, labour force structures), where ssttlng up dialogue 
sheCdd be e«aier,ons encounters greater dilays and reaistaace* 
Therefore the caaaastudy, in conclusion, points towards the 
importaacs of conditions of a subjective nature concerning 
the role of the , social partners, ths strategies of the collective 
subjects and their capacity for representation* 
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Bank employees in pvrcentages according to sex and skill leveOs 





Med 


womeo 


1976 


79. 39^ 


20.75S 


1980 


77.4?6 


22.695 


1984 


76.6^ 


23.495 



ear 



Sxecutive 



19761 99.495 
1980 ; 98.89S 

1984: 97.49S 



P. 



0.696 
1.29i 

2.69& 



^ of total 



12.19^ 
11.19^ 
13.295 



White collar 




Subsidiary 

;^ of total ' M. P i ?4 of 
; \ .total 



75.395 24.7951 79. 79^ 



71.9, ^ 28.195 79.49t 



1 i 

197.295 


2.895 


5.395 


I96.895 


3.295 


4.295 









Auxlliariea (cleanera and other manual staff) 



women 
31.595 

30.IJS 
129. 59S 



CHORA research - carried out by the Bocconi University of 

Milan on a sample of 175 firms. 



:5 of total 



2.495 

3.195 
2.0^ 
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... 3um.T,ar.y of participation in training in rne o^^.,.Cr,^ an e^o.r.c.i curvoy 

iMse.^:be5inni Phase 2 ; the actual 



Who is 
engaged in 
training? 



Reference 
models 



Aims 

Trainees 

MechodolO' 

gies* 



Role of 
the social 
"partners 



n.^s anS co.'isoll 
dation 1971 "* 
1930 

- _ 6j,« of the 
firms intervie- 
wd 

- the large ban 
ks of the Nortff 
and Centre 

- Since 1975 
all banks oper- 
ating at natio- 
nal level, 

- f'.ainly exter- 
nal specialized 
training-centr- 
es 

- job-specific 
coaching. 



state of thinis 
1931 - today 



Phase 
for Che 



- og 

- spread 
of banks at 
level. 



to a 



.".g ban.<s 



nu.'noer 
local 



Internal/external 
University teachers 
consultants 
specialized training 
beginning of closer 
links with 
internal labour 
market and career 
partners. 



.^fewly-hired 
wnite collar 
and executiv 
staff (speci 
lized servic 
Teaching 
through 
discussion ' 



Training geared to 
changes 
e - Organization develo- 
a- pment 

es) - Productivity effi-. 
ciency 

- Management training 
for executives 

- Specialist training 

for all. 'rfhite-collar 
staff 

- Basic training for 
newly-hired 

- Diversified teaching 



""isolation " 
of the trai- 
ning process- 
es from the 
production on 
es "■ 

-"Selfcentred" 
socialization 
training 

- Training is 
considered by 
the staff 
distant and 
inefficient. 



- training gradually 
integrates itself into 
company planning 

- The request for tra- 
ining by the social 
partners grows and 
spreads 

- Effective particioa- 
tion of the collective 
suby3cts in training 
still wanting 

- Beginning of the re- 
gulation of duration 
contents etc, through 
contracts , 



ll prospects 
nineties . 



- almost all fir.-as 
will effect tra- 
ining. 



-rnternal/Sxternal 

- Changes of aethods 
and contents 

- Integration of 
training with career 
structures and with 
internal labour 
markets. 



.Productivity/efficiency 
•Needs of a changing 

market; Organizational 
changes/automation, 

- Greater managerial t. 
for executives 

- Specialized training 
for white-collars^ 



- Further regulation 
of training in 
contracts 

- Linking of training 
with careers and 
CPL and with the 
restructuring of 
firms and employ- 
ment cuts. 

- Demand for parti- 
cipation must go 
beyond mere sti- 
pulation of agree- 
ments etc. and 
towards planning, 
assessment etc. of 
training interve- 
ntion. 



gERJC 



Reference J P.Pascucci, and Spataforai "Ixi<lagiae" 1986 

■■ < 
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3.3 S^me <xperi«io»e la the metal aad mechanical 
sector in the Loabar^j Begioa. 
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^* ^* i pole of the aooial partnera la tht Vo cational»TraiQixia 

Sjstam la tJit Lonbairdy &«gloa« 



Tho rtgloaal laws and noma of Loabardy forsaea and guarantet 
tJi© participation of the social partaare in the planning^ implemea*. 
tatioQ and aaaaaemanii; of training activitiea with a number of 
difforant aodalitiea whicli can be ausuned up aa follovfat 

- plannlag of the training aotivltiea. Repreaeatatirea of the 
Smpioyera' and Tradeuaioa Organlzatload are aembera of the bcdiea 
cJiargttd with plaaaingi the Provincial Coamiaaioni; for Vocational 
Training ati up withla each proTlace, and the Regional Vocatiox&al 
training Council* ▲ protocol betwaex- the Hegloaal Govemaent aad 
the trade uaioaa la foreaeen by legialation* This protocol alloira 
for ejcpcesa and preliainary ooaaultatloa of the tradeuaioa orgaa* 
Itaticna with regard to aoat of the iaportaat decialoaa to be taken 
by tlLa Eegioaal Adaiaiatratloai among which the longtona plan for 
Vocational Trainingi 

eotting up of a apeoial coouaittee (Comitato di Controllo Socla3e ) 
in «v«ry Vocational Training Centre, compoaed of representatives 
of tbe aaployers* and the Trade Union organisations. It is compuls- 
ory to obtain the opinion of the Committee on the moat important 
declaicas of the centre < proposala for aotiritiea, criteria for 
the provialon of aerrlces to traiaees, disciplinary regulationa, 
didactic experimentation, etc* 

- the aoeial partners ahall be represeated oa the Bxaml nation Boarda 
harlng the faculty to grant certificatea of qualification aad 
apecializatieas 

• a special coaaulting committee la foreeeea for those training 
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aetlyitlett held outrldt th% Vocational Training Contre eystem 
(for exaaplt, prejtcta financed ^ «Et 8S0 and/or the Scata ard the 
Region, and tharafora *11 training projects aimed at requall- 
fyii^ irorkara). Thia Committee alda the evaluation of projects 

with thepartioipation of repreaentatiyea both of tha anplo7ir:»* 
Asflociationa and the Iradea U^lions. ?or such initiatives, is 

foraeen, a final teat aimed at asaeaaing whether the objectives 

have been reached or not • laore often than not , in fact there 

la no Certificate of qualification or apecializatioa at the 

end of the eouraes* The aaaetteaat to he carried out by 

rapiaaentativea of tha regiosfl authorities, of the: regional 

Labour of flea and tha social partner a • 

It doaa not appear eaay Xq sum up the ezparianoa of participatioA 
by tha aodc^l partnara owing to the complexity and, variety 
of lavela and mechaniama iarolTod in the implemantatioa and 
tha aaaeaameat. .' of training intarventioa* Certainly tha 
contribution of the aocial partners would seam to be present 
in a more eontinuoa and efficient way at the moment of 
planning rather than at the moment of implementation, 
Thia may be due to the fact that the preaant organization of the 
Yocationai Training ^antrea ia of tha "school" type, which 
explains the difficulties met by the socicd pcurtners when trying to 
play their specific role, Bven st the moment of assessment of train- 
ing initiatives tha participation of the social partners seems ra*- 
ther formal within the ambit of the Bxamination Boards, while tha 
participation of tha Trade Unions seems to be more attentive and 
active when assessing those training activities carried out by tha 
finas or by the centres in collaboration with the flz«8« 
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^ploymeat trenda la the metal and aechanieal industry in Lo,ko, 



1984/ 1983 1985/1984 1986/1985 



Aec«e8ioo8 67,505 78, ''Tg 



90,007 



^ -4,925 A, .2,047 * 10,388 



Separations 72,430 80,326 



79,619 



OIG -yeiirly 
moving aver* 

a^ea 45,203,000 42,438,000 34,; ,000 



(Che mechanical sector has been the scene over the paat few y^ars 
of important restructuring due to the introduction of the new 
electronic techaolo|ieB that changed radically the organization of 
work, of traditional profiles. The introduction of the new technolo* 
giea has particularily affected the composition and quality of 
employment, la this context training has been and goes on. being ozs 
of the most important mechanisms that accompanies the changes 
created by technology. 

As an example of this we girs the data emerging from a survey 
carried cut oa behalf of the lombardy Hegioa by thelREH (lastitute 
for Economic and Social Research) of Milan in 1986 on a sample of 
98 companies. The data show the relative importance of 
these changes with regard to the different occupations 
( see Table 1 124) 
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Effects on employment of technological innovation. Percentage 
variation per typa of professional profile i 

Ri) and techaieal office^ 
Uenagers 

Frojeot..ds«l^srs 
Softwars experts 
Ssohnical designers 
Blue collars 

Sales end piir cli ftsss 
Sales and purehasss experts 
(bugrsrSf agents, salesman eto») 
tedmieal Sales assistants 

Production 
Machine operator 
Numerical control machines 
Toolmaksrs 

Mechanical, maintainence 
Slectrical maintainence 
Sleotronieal maintainence 
Internal transport 

CakppenterSy teller operators, welders, plumbers 
Unskilled assembly staff 
Quality control and electrical sudsystems 
Quality and sampling of fined product 

In the Lombardy Region the mechanical sector has auide greatest 
of "training" resourses and ia particular of training projects 
funded by the Public Administration; table 2 gives the datat 
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Table a 

R«tPaiolng interventions carried out with tlie contrilwtion of 

the European Social ?und aad the National "Pondo di Rotazioae" 
oyer the paet three yean. The tnterprisee examined helon^ to 
various firm eiseai 

number of Projects Number of traiae 

W84 25 488 

1985 JO 624 

e 

1986 20 1220 
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^•^•2 Preaentatioa of a number of company caee-studiafl 

Of th« BUB^roufl training interventioaa aimod at retraining 
employees in the mechanical sector carried out on public funds 
we have chosen three with different characteristicst 

- the first case (the Italtcl company) represents a formalized model 
based upon spacially created structures, with the participation the 
social partners, in the context of a large company involved in an 
important and generalized restructuring of various plants and the 
introduction of new product and processing technologies. It must be 

» 

pointed out that - as a matter of a certain importance - . in this, 
cast the participation of the social partners is not limited to 
the training packet alone but concerns also the phases prior to 
trainings restructuring targets, organization, of labour, etc.) 

- the second case ( that of the Alfa Romeo Company) presents a sit- 
uation of participation by the social partners in the planning, in- the 
implementation and ass.es8ment phases of training in .a.; context of 
grave crisis. In particular, participation follows an agreement rtcf^r^ling 
the placing of a large number of workers, both white and blue collars, 
under CIG regime, and therefore takes place in a strongly conflictual 
atmosphere. One must also take into account that the basic purpose, 
though not explicitly declared, was that of creating external mobil- 
ity ( alias "redundancy**) for a number of workers, 

- the third case (that of the Srcole Mstrelli company) represents a 

"process'' of participation by the social partners in a project for 

the mobility putside of the fim of workers declared redundant. In 

this case training is obviously only one aspect ( and one mechanism) 

of an event in which the Public Administration played a decidedly 
active role. 
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3* 3. 3 The Italtal caee 

The Italtel ease Illustrates a strategy of 
Tradeunlon iBVolTeiaont la a process of masslya re* 
structuring of a company due to the passage from 
•lectro-mechaaioal to electronic production. 

Said involvement concerns not only training 
intervention but also the organisation of work 
and technological innovation, that is conditions that 
deteraine the character of training requirements* 

The participation of the Trade Unions takes 
the form of a system of Information procedui*e8 and 
of a company-level technical commission for the 
periodical discussion of annuail training projects 
and plans « 



Plant-level industrial relations yIs-Ap-vIs yocatioiial training 



The strategy that has characterised plant-level industrial 
relations since If 81 has been based upon an Intensive utilization 
of the information procedures system, also through the stipulation 
of spacial tradeunlon agreements with the company, such as that 
of the 15th, April 1981 and tlr'^t of the 13th»March ig82# 

In particular these latter agreements have identified and 
institutionalised moments of encounter and consultation to discuss 
the updating of the five-year industrial plan and to verify period- 
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ically tha deyelojnient and raanagemeat of prosr.3m.iad initiatives. 

Therefore, the compeay and the trade luiion^, while 
maintalalag their separate. vUs of reepoaaability, have chosen 
the coaeultatioaa solution in their aearch for a negotiated 
way to verify Jointly types of initiatives to take and to bargain 
over the specific means of adapting and utilizing human reeourses 
(vocational training, organization of work etcj 

Among the strategies used to reach tha targets 
identified by the longterm plaas, the company has 
given aonaiderabla attention to pro blame eonoeoted with 
the organ! zatlCB of work and in a more general way to 
the n^ed of reaching overall highar production levels 
and an adequate increment of efficiency at all operative 
levels, as wall as to training* 

In particular, with regard to this latter topic, 
the company and tha trade unions vara obliged to face 
in a syBtematic manner tha increasing need for the 
professional qualification of workers. 

It was evident that the framework aet down by the 
Induatrial strategy plan called for tha daflnitlon of 
adequate training programmes for a considerable ztumber of 
workers over a relatively short period. In fact tha 
plan foresaw an increasingly rapid introduction of 
new production proceesas, a modification of traditional 
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managerial roles and a continuous updating of 
professional know-how^* 

Theso considerations ( as well as the training needs 
deriving from the unbalance caused by internal and 
external mobility of staff) have led to informal 
nadortaklBgs and specific agreements calling for the 
elaboration of mld-to-long-tez« training plans, 
A special •'technical bipartite commission", com- 
posed of company experts and trade union representatives, 
has been set up. 

e 

The technical Commission and Planning 

During 1981 a series of encounters between 
the company and the trade unions set down the basis 
of a strategic plan for the 
Xtaltel company t the 1981-1983 plan, and more 
detailed yearly training programmes* ; . 

Besides, it la foreseen that the ''Technical 
Commission** shall establish encounters at plan} level 
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tf define procedures by which the partaera (firm and 
trade unions) can regulate relations in connection 
with the operative modalities of the training 
prograames (eligibility criteria, contents, teaching 
methodology etc.). 

liie agreement foresees -written infomation- 
aimed at infomiag staff about, and improring their 
awareness of, the "processes of change taking place 
within productions and the contribution expected from 
tile various components of the company-. Thus the 
idea of generalised intervention emerged, which was 
discussed bjr the Technical Commission meeting, for 
the first time la October 1981. 

At the meeting a modular tree-scheme for com-, 
prehensive training was designed. The scheme forsaw 
training modules characterised by multipurpose 
basic training aimed at the acquisition of specific 
know-how and skills. Within the scheme there exists the 
possibility of cheating a number of different 
training iters, according to the desired requirements 
cf a technological and organizational nature,and depending 
upon the starting and final skill levels. 
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The analfsia of the themes proposed aad the 
setting down of the flret broa4 training acheffle took 
a few months, the definitive plan was part of the March 
1982 agreement and accepted as the b sic document for 
the 1981-1963 period. 

Since then, the Technical Committee for Training has 
met periodically $o disvniss annual trailing plana and 
lines of priority intervention* 

Th±B way, extremely widespread training intervention 
has been possible involving large sections of the company's 
personnel over the past few years, as followsi 

1985 909,634 hours for 8,999 persons 

1986 622,516 hours for 7,329 persons. 
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3»3«4 The Alfa Romeo Caae . apDloyeea under CIG R4^ €. 

The Lombardy Region intervened stipulating an agreement betweei 
the social partners which foresaw the institution of a 
mixed commission of the Lombardy Region itsell, the 
Trade Unions and the Company along with the Bocly running 
the courses (ANKPAP), This intervention followed an 
agreement between the social partners, at national level, 
which foresaw trainin.j intervention for workers under 
CIG of two main types j the first aimed at retraining 
with a, view to filling new Jobs within the firm itself 
and therefore with the guarantee of re-employment 

the" other was aimed aore generally at increasing the technical 
and professional skills of the workers and w^s baaed upon 
professional figures not related directly to th3 company's 
restructuring plans and therefore did not offer any "guarantee" 
with regard to re-employment • 

The Committee *s task was to verify the application of 
the albresaid agreement relative to workers in the Lombardy 
area* The regional agreement also gave the Commission the 
task of examining and expressing its opinion regarding 
all the training interventions plaaasd by the company 
and foreseeing public funding, so as to verify intejv 
relations between training and the company's plans for 
res true turing« 
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The 1982 agreement ^ 



The gap between conunerclal needs and production 
capacity induced the Alfa Btmtc Group to ask for retogiaition 
of its state of crisis, on the basis of the law governing 
CIG. The provision was passed by the Ministry for Labour 
in Hay 1982* 

In this context, the Company stipulated with the. 
Trade Unions the agreement of March 1982 which aimed 
at"..-rfecovery of productivity by re-establishing relations 
between direct and indirect labour and recovery of running 
efficiency" 

In particular, said agreement established recourse 
to CIG as and from I8th. March 1982 for 5,708 employees, 
a part of which was to be involved in -suitable training 
aimed at updating and at skill recovery". 

It established , besides, that the aforesaid 
training shall be a-'jued att 

i. tn. requallfioation of p*r.omel irttt a Tl.- *o r-.till»atioa 

in new activities, 
B. tHe growth of t.chaieal «»4 professtooal loow-how. 

on th. baaie of tt. .l««te <iuot.d,tlia .i>h«e8 for a 
training plan for whit, and tlu. ooUara .a. drawn up? 
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Ilie following general obiectivea were singled out by the 
agreement! 

- to give basic training m toow-hcw and skills such as to allow 
for the perfozmaace of new tasks (requaliflcation) 

- to give skills, supplemea-^ary tf those proper to the trade 
( increase of technical and professional skill) 

la other terms the *raining interventions must contemplate: 

- for a part of the trainees technioal/pTactical 
training so that they are eaabled to carry out tasks 
different from, on in any case at a higher level, than 
previous oneei 

» 

- for the rest of the trainees the training 

foresees contents relative to the themes contained in the 
agreement itself (indtitrial accounting, quality control az£ 
guarantee of, product, industria lizatioa of the product, 
informatics, plant and machinery maintainence, integration of 
production processes). 
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^•^•5 The Eroole Marelll Oompaay i Mobility outside the firm 

The crisis that hit the Ercole Marelli firm 
(under extraordinary administration) Xed to considerable 
redundancy of both white and blue collar staff. 

At regional level an agreement , aimed at re- employment 
of workers declared redundant, was drawn up. This agreement 
fortsaw the setting up of a aixed Begion-^rade Union-Company 
CoBriasion.The "Lombardia aayoro"(a company in which .the Region 
is the major shareholder and ^ch aims at favpuring the matching 
of labour supply and demand) has been called upon to participate or 
Commjeaion • 

The Commission,withti» support of lombardia Lavoro, tried to find 
•ut employment prospects and in relation to theft planned ad hoc 
training intervention^ The Commission has re-examined its mandate 
at the end of each re«employment operation. 
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TABLE 1 

Chronology of ^^h. >^^» ^sa8 for Marelli staff on G.i.s, 
^ nth .una 1986 General assembly at the B.Marelli wor.a for the presentation 

of the project. In the morning the factory-workers 
were present and in the aft»moon the wtits-co liar worker?. 
Total present about 150/160 person. 
Those interested in following a course were asked to 
answer a questionnaire giving personal data and to choose 
a course , offering also an alternative choice. 
The choice was among the following courses: 

^ 1) Electric-inechtoical technicians and winding 
fitters , 

2) Traditional tool-machines and computerized 
numerical control machines ♦ 

3) Polivalent maintain aDce personnel, 

4) Velders and carpenters, 

5) Catering, 

6) Import/Export administation, 

7) flKTBtaid. -Office automation, 

8) Electannjo computer programmsBS, 

9) . Public transport drivers. 

The persons involved in the various phases of 

training were 125 in number, 

114 answered the questionnaire, 
30th. June and I The applicants took a psycological and aptitude test, 
the 1st, 2nd, Present :10 9 persons. 
July 1986 J 

4th, 5th; 6th. ^.rsonal interviews were then held at ^ch 122 took part. 
7th.8th.9th,10t^the ^oioe of the courses was made by 108 persons, 
nth, Of these four chose the "Catering- course which, was not 



held. Those who dropped out during the various phases 
(begixmliig, during the courses and before the end) 1 23. 

2nd September v Beginning of the coursessThoee who began numbered 92« 
1936 Those who completed them 73* 

17th, X6th a^d : Assessment at the end of thu courses and conferring of 

19th december certificate of attendance. 

1986 
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•nd th. LoBberdy Boslcn. of tit. 80*. July m," '«<^«"tion. 

up Toeatloart tral^ laitistlT,.. ai».d at th. r.-hlzlS 

-opk.ra from th. gttor, «ar.lli fi«, u»d.r .xtraordia^TadmiM.tratlo. 

Lt°S *° '""^ *<> 

rortflaan trr the Riropean Social Fuad. 

1«« Of to. 1986 flaanelal „ar. mist h. in k.eplag with th. ae. 
r^r«..at. appror.d by th. BO eom-iasioa for th. a««p.« Social 

The courses may be heldi 

U^T" V"atlonal Training 0«tr.. baok.d by th. a.gioa 

(thoa. of th. Bogloa Its.lf.rof th. local wthorlti... of 
oonaortia .tc..)irtth laelualoa of irork.rs la «o«r««« already 
plaaa«d or about to b. d.alga.d .ap.oiaU, for thla oa.. ( th. 
iat.rr«»tion shall tak, piac. with th. support of th. flnus 
iat.re8t8d oa baass to b. d.flaed h.reaft.r) j 

car. of aoa-B.glonal structur.. («Utabl. for th. tralaiag targe* 
to b« r.ached) or ear. of th. finas thaaa.lr.st 

o) la Biz.d foi», that is alt.raatiag b.tw.M th. Bogioaal 
c«itr.a pr.auoably for the thoor.tlcal part aad th. firms for th, 
practical part. 
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PICTURE OF THE INITIAL SITUATION ANJ OF THS 
ORIENTATION 



electro-mechanical tech- 
nicians and winder-fitt- 

393 HOURS 



operators of traditional tool 
oaachinery and computerizad 

593 HOURS 



machinery 



welders and welder-carp en_ 
ters 

31^ HOURS 

III 



welders 




75 HOURS 





welder-carpeaters 

75 HOURS 



informatics, white-collar 
area (two classes) 

'521 HOURS 



drivers of public trans- 
286 HOURS 



administration and 

accounting 

291 HOURS 



secretarial and 
" office automation 

2qi HOURS 



language programming 
(basic) 
291 HOURS 



self -employment 



6 HOURS 
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Chapter four 



Survey of thf- attitudea the social partne^rs tnw«.H. 
participation in vocational ^raining. 
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The survey was carried out over the tomber 1936 - January 
1987 period, by means of interviews with persons enjoying a 
privileged view of the question, using a questionnaire (see 
Appendix) • 

■Ihe persona to be interviewed were singled out on the basis 
of their representativeness and their experience in the sectors 
and on the basis of the representatives of their organizations. 

-Vo obtained nineteen answers, shown hereunder in the Synoptic 
Table. Of the nineteen three were institutional subjects, seven 
belonged to the larger industries' employers' organizations, two 
to co-operative organizations, four to the tradeunion organizat: ons, 
two to training bodies, and ont to an artisans organization. 

The subject of the survey was the state of- and trends in- the 
role of the social partners in training as seen by th^ social 
partners themselves. The objective was to gather from a self- 
presentation of the state of the system, elements regarding 
perception of the reasons behind-and the significance o£-the 
critis of participation in the training system. It was intended 
that in this way the principal direction and trends of proposed 
changes, already taking place or foreseenfcr tie future should emerge. 
These objectives were chosen due to the fact that the survey was 
carried out among the subjects of the training system itself, 
rather than among its beneficiaries , that is the individual 
workers and firms. 

In general, the willingness shown by the persons interviewed 
to express amply critical (and self-critical) opinions confirms 
the fact of the existence of a mature awareness of a need for 
considerable reform of participation mechanism 
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The Judgeoient on the state or the training system expressed by 
the social partners is orten openly critical: "dynamical, unguided, 
wasteful, of a generally low level, and in general not all appro- 
priate to the needs of the labour market and the economy; rigid, 
bureaucratic, prone to be patronizing and very unbalanced from 
area to area". Drier and more lapidary the judgement expressed 
by another representative organization: " the system is falling 
to pieces". 

The prevalent fact that emerges from the interviews, is 
that within this context of widespread dissatisfaction, there is 
a great differentiation in the level and in the quality of 
participation and therefore in its perceived efficacy, 

Jhe framework presents an ample spectrum of situations; 
some regions and provinces have at their disposal instruments for 
collecting information on ta3 training svstems capable of suppor- 
ting procedures of periodical analysis and control. Other regions 
are unable to give exact information concerning the effective state 
of vocational training financed and run either directly or on the 
basis of conventions. Only a minority of Regional Administrations 
draw up Annual Reports on vocational training to present to the 
Minister for Labour as per the Law of 1978, 

This widespread awareness of insufficiency does not take 
necessarily the form, of converging indication, as to how to chan-e 
the system Some, complain about the sterility of a "general dissa 
tisf action, which is expressed on all occasi-ns when planning is 
carried out,., but which o ffers no concrete solution nor Tiel#g 
aractical effect^ Actually, from the survey itself there emerges 
that the social partners have no clear perception of the changes 
taking place. 
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There are besides very few indications of concrete cases. 

The principal flaw that the survey identifies is the 
ga? between the institutional space allowed for participation 
to the social partners in planning intervention, which the 
majority considers sufficient, and the evalust ion of the efficacy 
of involvement by the social partners in observation, aialysis 
and planning etc., which the majority considers negatively. 
An even greater gap emerges betvveen the former and effective 
influence upon concrete aspects of training, such as the 
definition of programme contents, of management criteria and 
control. What is wanting is a mechanism for observation and 
evaluation of efficacy by the social partners, especially in 
connection with training within the firms. Not surprisingly 
this lack is also responsible for the much lamented absense of 
effective control, eventh-ough there are a nariJer of company 
cases of tradeunion participation in retraining processes 
connected with restructuring. 

Even more ineffective and indequate are judged the 
institutional mechanisms for loint aaseasment of the efficacy 
of training, especially at central level. It is only in con- 
nection with- CFL that institutional joint organizations for the 
evaluation of training activities operate. 

In any case, .the assessment intervention by the 
partners is seen as distant and somehow abstract because it 
is coaetrained by the nature of conflictual relations. 
"There are theoretical programmes but ther« are far fewer 
practical projects inspired by concreteness such as there would 
be if the convergence of interests were not only achieved at 
politic al level but also and above all at technical and econo- 
mic le-'^el". 
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The reasons put forward to explain the lack of 
commitment and efficacy in assessment can be attributed to 
two basic factors; the lack of "prof essicnality" to be found in 
participation and the ^excessive and/or distorted) "politicization" 
of intervention, due to an insufficient management culture within 
trade unions. 

The theme of prof essionality emerges as a relevant 
cause of inefficiency, also in connectitn with the role of 
the training of "trainers". In general the attention to-^and 
participation in -the question of the training of trainers 

by the social partners is considered insufficient, even 
if this point is indicated as a priority and as a problem to 
be sclyed urgently. In this regard two important indications 
emerge: 

1) first of all, it has been seen that recently an advanced 
services activity, as a support to training*, that makes "the 
figure of the trainer less important than before", is develo- 
ping. Furthermore the new professional profiles of "the 
training activity project designer", and the profile of the 
assessment and controls expert, are neither codified nor 
cootemplated by the training system nor by the participation 
mechanisms ; 

2) secondly, the technical re - adjustment of the quality of 
training given by the system is not always seen as deriving from 
processeesof "internal formation" of trainers nor from requa- 
lification of the structures. Many propose "opening up" the 
system to external contributions, to the market and above all 
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to ad hoc specialist conault.ants. "It is necessary to reduce 
the role of the p rofessional trainers (that is those giving 
a basic and broad training) to make room for specialists and 
experts in specific questions providing ad hoc temporary 
collaboration". Thns the specialised contents tend to be privile 
ged over pedagogical issues. 

Some point towards "the creation of a vaster market for pro- 
fessional training, thus destroying the monopoly- type t^gimes" 
in existence today". 

3) The implication is that the requalif ication of the system 
requires the mobility of teachers which, in the jargon of 
the social partners means favouring a cutting down oa-and a turnover 
of -the^ system's permanent teaching staff. This evidently creates 
grave problems fo- the social partners directly involved in the 
management of training organizations, or more in general, finds 
an obstacle in those social organizations Gabove all local 
authorities and trade unions) which have the task of repre- 
senting the training-centres' staff. In this capacity the social 
partners have sometimes played a " conservative" role by trying 
to maintain the existing system and by acting as a oiieck on the 
changes deemed necessary. 

Another theme that is commoily indicated amoag the causes 
of iaefficiency is that of the "politicization" of participation. 
The will to partecipate is in the iitentions of the partners 
considerable, but because scarsely productive, due to the excess 
confusion of local political imterests with 'those of production 
and the "market". Elsewhere we read that the institutional room 
allowed by legislation and contracts to participation in 
training activities "would be sufficient, but the problem is 
of a political nature, in that frequently the contrasts (both 
ideological and those more strictly connected with represented 
interests) that emerge on some occasions, spill over and compli- 
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cate the contrasts xt&t amerze in ^fh^T. v.,.^„. ■ • • 

wajcige in Ooner oargami.-i^ contests," 

At times politicization takes the fora of party-political 
interference. like whea "the task uf eUboratiag prograiu^es is 
assigned to.... consultants often nominated by the political 
parties" . 

3ut besides the "conf lictuality" and the "politicization" 
questions, there are other characteristics of the industrial- 
relations system that have an effect upon the state of participa 
tion in the training process. There are above all the problems of 
frequency and duration, which some regard as being too episodic 
and discontinuous, while other think them to be regular and 
continuous. However, this regularity is of a purely "contractual" 
kind, as some point out, in that training is one of the themes 
connected with information procedures within the firms bargained 
for in the collective sectorial contracts, and is gener?Uy a 
part of the tradeunion claims platform. Participation, therefore, 
seems to follow the same cyclical and seasonal pattern as 
contracts ai:d contract deadlines. 

A second characteristic is the "conf lict-depenaent" natura 
of training, above all that at plant level. The involvement of 
the social partners, as far as the "newly-hired are concerned, 
i8 limited to managing the financial and others provisions of 
legislation" (such as CPL). "In the other cases (internal 
mobUity, restructuring etc.) participation is expressed e^,sen- 
tially within the umbit of more general company level controversy 
and subsequent assessment phases". 

thirdly, to the characteristic of the excessive formaliza- 
tion of participatior must be added the complementary one of 
the rigidity of guidelines and procedures. It is essentially 
the training institutes that complain about the limitations 
created by the quantitative and formal assessment criteria imposed 
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by the concession conditions of Regions aiid the i-linistries 
and by the difficulty of acceeding to the facilitations pro- 
vided by institutions such as the Fondo di Rotazione and 
the European Social ?und. The EEC too in this regard seems to 
create obstacles and proves to be rigid. Changes in the management 
criteria of the Social Fund have led to an increase in bureaucratic 
inflexibility on the part of the Regions. According to some, 
the entire system seems to be overly "hampered by the SBC 
directives" which tlae social partners would like to be able to 
influence and orientate more. It is paradoxical that this 
rigidness penalizes above all exchange and concerted action 
at inter-regional and international level: the opportunities 
offered to training at inter-regional and international level 
are considered lacking. The possibility of experiment is 
limited besides; in this regard the negative effect of "abuse" 
and the subsequent repressive intervention of the Hagistrature 
has been remarked. This has led to the" risk of potential 
"criminalization" of the operators, wherefore, those "resr .nsible 
for the institutions tend to interpret the norms rigidly and to 
restrict the possibility of experimenting new training routes". 

Lastly^ participation is seen to t)e "procedural" and 
formal, often "bureucratic" and left"in the hands of local 
politics"^ so much so that it sometimes becomes a mere "obstacle 
to the administ.rati/e and organization efficiency of the training 
process"; in the eyes of the social partners participation of 
this kind reproduces the "faults" of the industrial-relations 
system. 
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Asains,* the backdrop of this strongly critical self- 
pr-scntation the perception of the changes taking place in the 
system of participatieipation in training emerges, even if this 
perception does not seem to us suffciently widespread, informed, 
and up to the enormous size of these changes, which often emerge 
on the margins and the out-skirts of the system. 

In general all point out the "growing importance of the 
consensus of the social partners both at legislative i „here 
it becomes the requisite for procedural agility (for example CFL 
as per law n. 863) or the priority condition (for example CPL as 
per law 113) for the approval of work-training projects and .at 
bargaining level (Intersind-Iradeunion agreement of J^uary 198?) 
so as to favour the spread of the CPL. 

3ut the principal change "is above all ideological and 
means ceasing to consider training as a social buffer against 
the employment crisis" (as in the 1977. industrial reconversion 
law). Also in connection with the scarce functionality of a number 
of other inter. eations in support of restructuring, training tends 
to act today as a productive investment and a factor of company 
development. 

According to some, we are going through a phase "of ' 
restructuring of staff and structures" which should lead to a . • 
shift of participation in training from support "to the logic of 
assistance that of economic development',' from, a; "social-welf are type 
recovery of school drop-outs" to the creation of new classes' of 
technicians, managers and enterpreneurs. 

The transition is naturally complex and barely at the 
initial stages: participation in the training system is still 
•seen (or feared) a^. an instrument for strengthening the 
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productions system* 

In this regara it is interesting to quote some of the 
answers to the question whether participation changes the 
balance of power between the social partners. We seem to note 
the prevalence of "neutrality", seen however as "inefficacy" 
with regard to implicjtly presunied objectives of utilizing training 
as a strengthening mechaniSL* "In fact, the lack of asses..ment 
methodologies does not allow for making the most of the action 
of the partners suspending or modifying the most inadequate 
types of activities". 

This Judgement of inefficacy is strongly held even where 

the "experiment of Protocols of Agreement between Public enter- 
prises .and the Trade Unions has modified behaviour of the 
subjects involved; whereas it pointed out that "the discrepancy 
between bargaining power which the partners wield at national 
level and consoliAat^d equilibrium at locaV level" tends to 
increase. Two indications of conditioned strengthening of the 
Social partners bargaining power prove interesting, 

1) on the one hand "compared with the pQlit\cal nature of the 
Trades Unions* bargaining power that of the individual small 
firms seems to have weakened more and more..." 

2) on the other hand, the strengthening of the Trade Unions is 
prevented when it limits itself to defending the privileges of 
the "teaching" categories, thus risking to play the role of 
"conserver" of the status quo in the long run". 
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Th.se answers show how, oa the one hand, par -ioipation in 
training is seen as an instrumental way -.t.- ^gthenlnp; 

the production ' systea) the bar^aln^.^ ™ -iirt , 

the industrial -relations syst.., on the other, how the inefrioien.y 
of the parti. ipation, in its various aspects, is seen as an iaoedi- 
oent to the institutional innovation of industrial interaction and 
mechanisois 

The positive conclusion dravn by one commentator is that 
participation "strengthens the bargaining n gwer of th. n..^.... 
when real and effecti ve training processes ar^ involved". 

Of great int-^rest are, therefore, the changes revealed by 
the exceptions to the general rule of inefficac- of participation. 
For example, the experiences of a number of bi-lateral Bodies 
such as that of the national printing sector, are to be seen as 
positive. The Body, under co-management regime, has provided 
(in agreement with the Ministries and other, public authorities 
interested) for the definition, of a number of standardized 
professional profiles within the sector and, on the basis of 
these profiles for corrisponding training programmes. Those 
"qualifying" from the courses (on the basis of the 1962 national 
contract) obtain recognition and relative career prospects corrispon- 
ding with these professional profiles. This is an obvious exception 
compared to other sectors where the problem of standardizing 
profiles and training contents exists; some have complained, 
in this regard, about the failure to pass decrees giving sta- 
tutary definitions of "prof ession-lity" as foresoen by tha 1978 
"legge quadro". 

The question of those bilaterally Bodies CQ-man.f ..H was put 
into the questionnaire, among others, to verify the possibilities 
of extending or generalizing the model in other sectors. An inte- 
rest in the formula emerged clearly from the answers, as well as 
perplexity concerning the difficultier that mechanical transposi- 
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tion might create. On the oae hand, at least in thsory, the intro- 
duction of bilateral Bodies should lead to a greater and more ef- 
ficacious participation "improving the role and the reliability 
of training and its strategic integration, beyond its correct 
collocation the bargaining context, guiding its development and 
everyday application within the production process* Besides co- 
msnagt-raent is expectisd to improve the competonces of the partners 
in the field of training and increases the number of people capable of 
tackling training problems. The.inqury reveals that it is deemed 
necessary to test through an initial experimental phase (which 
these formulae f avou * and encourage,) the practical functional 
.difficulties and proolems emerging from experience or foreseen 
fer the. future* Tho ai^swerj: point out the following difficulties: 
a) it is necessary to guarantee to the Bodies an efficient minimum 
dimension and at the same time a sufficient coverage of differ««t 
sectors and regions and aai appropriate targetting to the demands 
of the enterprises^ b) it is necessary to bridge the gap' in 
industrial culture and behaviour which still makes our industrial 
system excessively conflictual and antagonistic; c) it is necessary 
to redefine the participation system, giving to the joint Bodies 
a direct-participation role on the Commttees foreseen by the 
"legge quadro" and by the various Regional laws, which implies 
reform of the legge quadro itself; d) "it is necessary to avoid, 
in a concrete way, the worst features emerging in a num' er of 
public bodies set up recently", controlling the competence of those 
running them, avoiding excess legal and contractual. impediments, 
favouring flexibility and efficiency; e) to this precise end, 
some suggest not giving these bodies any direct managerial 
responsaoilities over the running of training. 
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Th. ri3. to .e avoided is that ot setting up what one commentator 
caUed "inappropriate.. Joint .odies. Xi.e a number aXread. existing 
whic. guarantee no possibiXiv or encounter to t.e social partners". 
_ CO - management often proves to become simple co-financing, with 
no possibility of control". 

other important changes for the better, which the surve. identifies 
are. on the one hand, the tendency towards a greater personal 
involvement of the workers taicing part in training activities, on 

the other hand, the spread of Practic.a ,, „ 

a«ong the social partners. Above all it has been noted that alongside 
traditional formalized a.reementa. informal types of consultation/ 
negotiations concerning questions of professional training parti- 
cularil, at company level where participation is most wanting, and 
prevalently limited to -pathological" hypotheses of restructuring 
and absorptu, of e«,ss labour «cur. Bis tx^ in particular of the 
small firms and is extended to , ationi concerning the initial 
training of the newly hired to "some key-figures more directly 
involved in process of technological and managerial innovation, 
and (generally, working figures of medium and mediu„.high levels)" 
The consistency of these informal agreements is calculated by 
one commentator to be round 30^ of the total. 

Aa far as the new trends and new institutional forms 
(re-eraluationofapp^atioedipandii^fii™ training.CPL and continuing 
training) are concerned, attitudes are not very varied even if 
perception of the processes taking plac . is vez7 .uch heteroge- 
neous, on the question of apprentiship. however, the . agreement 
remains between those who see it as an outdated mechanism and those 
Who see the scarce con3id.,.tion given t. it as a sign of cultural 
backwardness. The attention* the partners towards, and their role 
in, the Choice and the quality of training increases both «it. regard to 
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apprenticeship and CFL. 

Cases of framework agreemeats and particular agreements with 
the single firms concerning CFL with a view to facilitating recourse 
to the institutions (and to facilitate the employment of the young) 
are reported; however there are also cases of participation in 
decisional and enforcement procedures aimed at negotiating opera 
tive modalities of training. 

>/ith regard to in firm training, we have already said that it 
regards training of adults in cases of reconversion, but forms of 
participation in initial training processes within the smaller 
and medium firms and in co-operatives also emerge. With regard 
to continuing training we must mention the expected reform of the 
G.I.G. (.the bill of Jin. 1987) and the setting up of the labour 
agencies (law on the reform of the labour exchanges): the most 
interesting innovation trends in this direction regard the job- 
creation initiatives, enterprise creation or' the setting up of 
co-operatives supported by the larger firms, the local authorities 
or the specialized agencies. 

The prescriptive indications forwarded by the survey are 
numerous and various. The revision of the "legge quadro", on which 
point all are in agreement, regards two types of problems, the 
relation ship with the school system and the redefinition of the 
areas of competence of the central, decentralized and local-auto 
nomous authorities. With regard to the first problem, the? 

answers point towards the need for greater interchange between 
schools, universities, research centres and p.;of essional-training 
centres, and the promotion of ^training "stst ^" aiA practical coa 
ching during schooling. With regard to the second point the indi 
cations are conflicting. The Trade Unions ask for greater de-cen 
tralization, while the firms ask for greater flexibility, specia 
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lization. leas bureaucratical and procedural differentiation and 
a more ample directive and co-ordinating role for the Labour 
Ministry. The priority of intervention and the recommendations 
concern: greater exchange of information and greater confronta- 
tion with other countries; the experimentation of pilot-centres, 
above all offering services to the firms and at the same time . 
providing training; the opening a? of the system to the market, 
the diversification and pluralism of the training supply' the 
reduction of the role and the increase of the mobility of the 
public trainers ; the extention of participation to training in 
management and enterprise; the intensification of control, the 
assessment of results and of the ability to plan of the social part- 
ners, the control of the efficacy of (enormous) sp./idins connected 
with training, 

A fical question concerns access to financing; a certain 
number of answers held that it would be oppc?rtune to make 
financial benefits available to the single firms, thus avoiding 
bureaucracy and the inefficacious mediation of the institutions. 
Not all agree on this point, however, and many would prefer to 
allow forms of direct and indirect financing of training to 
co-exist. In this latter case greater control and powers of sanction 
are requested. Some propose, instead, automatic mechanisms of 
(partial) "f iscali zation" of training costs (that is procuring 
funds from the tax budget). 



oUT^VSY 0? AiriTUDSS OP THE SOCIAL ?XRZ<Z3^ CONOiHNLVG 
PAHTICIPAnON IN TI?Ai:,'i:iG ACriViri33 (1936 - 1937) 



SYNOPriC TABLE 

• 



174 



155 



II 



12 13 ... 

;s 1/2/3 •■'^ 

The extent Sufficient but oufficient, vot sufr 

of partici- wvth respect to extensile, ic^nt ' not suf- 

pation la projecting widespread ' ^'^''^ i?ient 

plaaning and contents icient 

the trade unioas 

fi3ve little 

weight anc* the 

firms great 

powers of 

discreation 



:3s. V5 
The effica- 
cy of parti- 
cipation - 
analysis 
and planning 
of the 
trailing 
system 



ocarae , 
harmful to 
administrative 
efficiency 



ocarc e 



ocarce , 
absence 
of assess- 
ment of 
results 
obtained 



scarCsj/ 
inexistent 



Q, 6 

Specific 
aspects of 
participat- 
ion: 

programmes 
and contents 



7 

Specific 
aspects 
of part- 
icipation: 
running of 
training 

Q. 8 

Specific 
aspects: 
control 



Does not 
appear 



Does not 
appear 



It exists^ but 
its efficacy 
is pratically 
ml. 



It exists 
at general 
level and 
during for- 
mal evalua- 
tion of pro 
gra.nmes and 
contents. 



It is to be 
seen in an 
indirect 
way and has 
little in- 
fluence up- 
on real needs 

Not 

apparent. 



.^ot to be 
foynd in a 
generalized 
manner, but 
only on the 
basis of 
agreements 
drawn up 
by the 
partners. 

Rare cases 
of joint 
managment, 
difficult to 
gear to 
needs • 



Highly 
insufficient 



scarce 



It occurs in 

Organization: 
and in 

Consortia. 



Does not 
exist. 



intr oro- cient, it exist ge- 

ceises by Pl^ce nerally, 

the social locally and o^-^J in 

partners sporadically rare cases, 



o 
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^^8. 1/2/5 
3ee 155 



02 

To be found in particular in cases of 
the setting up of co-operatives and 
in case of aiobility. The institutio- 
nal spaces are held to be sufficient , 
while some regional norms are narrow 
and participation depends upon the 
degree to which the regional-local 
administration works^ It is to be 
found above all in connection with 
the definition of professional pro- 
files, qualitative standards, inter- 
vention modalities* 



01 



Sufficient 



Not 
Sufficient 



see 155 



Participation of co-operatives is 
important and useful, but within 
-he CRI it is minimal and there- 
fore has little influence upon the 
promotion of changes of a greater 
weight It appears quite different 
from case to case* 



Good 



Scarce 



6 

see p. 155 



Participation is considerable in that - 
institute's programmes are based -upon 
the needs expressed at territorial 
level. Efficacy depends upon the 
ability to carry out training aimed 
at specific targets, and is penalized 
by the rigidity of the guidelines 
and the procedures, especially those 
oS the Suropean Social Pund» 



the 



Sxists out 
only fox^mally 



Not 

apparent 



Q- 7 

see p. 155 



Q. 8 

see p. 155 



To be found in the case of some 
firms and during practical training. 
Direct management by the social 
partners favours experimentation and 
didactic renewal; the rigidity of the 
assessment criteria, imposed by the 
procedures, is penalizing. 



Only in particular cases. 



Sxists at 
regional leve 
1 but it ma-^ 
nifests itself 
only in the 
form of pre-- 
liminary op- 
inion 



idem 



It exists 
but is 
scarcely 
productive 



Irrelevant 



Q- 9 

see p. 155 



Generally yes. 



It does not 
exist ;t 
central and 
national 
level 



Sxists in 
positive 
form only 
for GPL 
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<s. 1/2/5 
The extent 

9^ participation 
m planning 



03 



act sufficient 



05 



not suffi. 
cient 



scarce, only infer, 
mative; confron- 
tation only for 
one specific 

project (training 
of .■managers ) 



53. V5 in concrete not 

The efficacy of relevant, althougn scarce 

participation - the conditions scarce 

analysis and for applying it 

planning of the exist. 

training 



•"5. 6 

Specific aspects To be found ir 

of participation: the CRI, but 

prograajines and there are Droblem<5 n«+. +. v. 

contents ^ particulLJ^SneT TolA' 

managed by third 

parties 



•5. 7 

Specific aspects 
of participation: 
running of trai- 
ning 



Occurs during 
choice and asse- ' 
ssment of projects, 
The running is 
handled by others 
often chosen by 
the partners. 



not to be 
seen 



Q. 8 

Specific asoects 
control 



to be found in 
the way pointed 
out at Q. 7 



does not 
exist 



Q. 9 

Joint evaluation exists in a po- t-w^^o • 

of training pro- sitive way withia- no in., if ^'^^ exist for 

mill l^^ regional com- ?utJSnar ^f^ining, in the 

social partners mission for vo- ni^i^ ? strict sense; it 

cational trai- PJ-ace lor exists in law 

ning 113/86 (CPL) 
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Qs 1/2/3 

see 
above 



0 6 

Reservations of a prevalently 
political type re-emerge on the 
occasions institutionally fore- 
seen. Broad involvement of the 
social partners in the plannias 
of regional projects should be 
verified during application and 
impIecDentation of the regional 
norms . 



3 1 



.lOt sufficient 



3 2 



Not 

sufficient 



see 
above 



As per point 2 and 3f one hopes 
in a more comprehensive planning 
by means of greater co-ordination 
with the regional market Obse- 
rvatoriesi the research centres 
and the school system and the CRI 



scarce m 
the train- 
ing system 



Scarce* There 
are concrete 
examples with 

satisfactory re- as a whole 
suits, thcngh 
only in very 
limited and par 
ticular cases* 



Q* 6 

see 
above 



Q- 7 

sea 

above 



the concrete application of 
the mechanism should be verified 
by the central and regional 
level 



idem 



to be found 
only in parti* 
oular cases 
(as point ^) 



to be found 
in a coa- 
Crete way 
only in 
relation 
to plajit- 
level bar- 
gaining 



not generally to Not generally 
be -found; when to be found 
it is the resul- but when it 
ts are positiv.e* does the re- 
sults for 
those cases 
are positive* 



8 

see 
above 



idem 



It exists in a 
limited manner 
as already said 
at points 
^ and 6 



it is not 
developed; 
it is fell: 
as a r^ece- 
ssity . 



Q. 9 

see 
above 



when it does 



It does not 



it is held that it is to be found 

at institutional level*( ISFOL) or occur the result occur i ax- 
within the Technical Consulting 
Committees foreseen by law 113/86* 
• ffor example at ISFOL I^nistryfor 
Labour Research Institute) 



is considered 
positive* 



cept in a 
number of 
limited 
and parti- 
cular cases; 
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■5s. 1/2/5 Not Sufficient, but it Yes, an lationai Lev^l 

oee sufficient is hoped that in- withia thfL^Soir ^I^J-t 

■viii grow. "Consultative Bodies" that 

approve participation at 
iocal level the extent of oartici 
patjoi ;nust be verified case 
oy case. 



see 
above 



very 
limited 



good, but It could The positive trends at reP-io- 
improve within a nal level towards Sreate? 
framework of greater efficiency in the partici- 
institutional mvol- pation of the sociSl pai- 
^^^^^^ taers are not stroag enough 



and may not be regarded as 
sufficient when compared 
to the dimensions and the 
complex- ^y of training 
needs. 



5. 6 

see 
above 



Q. 7 

se** 
above 



not found 
at all 



to be found 
in training 
run directly 
by the trade- 
un^on bodies 



it occurs success' 
fully within the 
bilateral institu- 
tions 



During preparation of the 
Suropean Social Fund 
pt"oJects, and in C.?.L. 



It occurs as pointed Partially positive due 
out at question 6 to co-financing by the 

employers' organizations 
of initiatives promoted 
by the regions-' 



Q. 8 

see 
above 



Q. 9 

see 

above 



does act 
exist 



normally it 
does not ha- 
ppf»n, an at- 
tempt is being 
made to asse- 
sses C.P..L. 
with:.n CRl. 



*t exists and it is 
positive 



it occurs within 
bilateral organi- 
zations. 



Prevelently no, in fact 
the CRI's control 
mechanisms are weak. 
Within the firms the role 
of the trade unions does 
not concern for the most 
part real training processes 

Prevalently no, in fact 
the Observatory works 
only in a number of 
regions (Piedaiont, Lo- 
mbardy, Tuscmy) ajid 
prevalently to evaluate 
the impact on employment. 
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159 bis 



Al 



The Institutional space 
is sufficient as far as 
the choice of territor- 
ial and sectorial prior- 
ities are concerned. 



ocarce and of little 
efficacy. 



oofficient as far as 
general action as qualify 
ing standards are concern 
©d#One hopes for greater 
agility and correspondent 
ce with the needs of 
the territory. 

There have been no 
concrete cases* 



The efficacy is lov and 
is relieved only by 
ritual participation 
during ' formal 
phases. 



Does not appear. 



Only in the case of 

examination bcar^ls 
and/or in the case of 
particular experimentation. 



As answer n. 6 



As the foregoing point. 



Only in specific cat-es 
'nd following specific 
bargaining* 



Only in some forms of 
experimentation; 



Only during processes 
regarding mobility 
backed by public 
funding. 
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11 

Changes in 
apprentice- 
ship 



>^ 12 
Changes in 

(for youn^ 
people and 
the newly 
hired) 



Q. 13 

Changes in 

adults 

training 



Q. 14 

Changes 
in-firm 
training 



Q. 15 

Continuous 
or episodic 
participa 
tion? 



Qc 16 

Formal or 
informal 
participa - 
tion? 



I 1 



Increase of the number 
of apprentices trained, 
but ways of controlling 
the training activity 
are wanting 



r 5 



There 
are no 
signifi- 
cant cha 
nges to 



they should be achieved 
concretely by the bila- 
teral bodies which do 
not yet f a:: tion. 
Apprenticeshio has seen 
oe noted only a few significant 

experiences, also in the 
service sector. 



Greater institutional 
possibility and parti- 
cipation of the social 
partners within the 
CRI and at territorial 
level 



idem 



No changes seen 
Attention towards the 
new proposals for 
renewal of C.I.G. 



idem 



As per point 15, the par 
ticipation is greater " 
and more influent in ca- 
ses of reconversion and 
restructuring 



It occurs for exceptio- 
nal and contingent' events 



idem 



P' ?ticipati.on occurs 
through informal consul- 
tations and applicative 
practices. During restr- 
ucturing and/or reconve- 
rsion if also occurs nn 
the basis of formalized 
agreements. 



In general it is not 
possible to pass ,jud- 
Sement on the C.P.L. as 
they are a recent insti- 
tution. In general there 
is a fault in them in 
that they are carried out 
prevalently oy means 
of side-by-side on-the-job 
coaching. In the case of 
the medium/1 arge firms there 
have been instances of agr- 
eements between the social 
partners and the region for 
the running of the training 
process. 

the most significant agre- 
ement concerning C.I.G. is 
t^iat of the GSPI on account 
of its size, but it has not 
found any real job openings, 
ihere are some examoles of 
the creation of new' enter- 
prises, in particular of the 
co-operative type. 

It is not extended to the 
whole vocational training 
system* It occurs substa- 
ntially due to aebiiity and 
training of redundant staXf 

(Protocols drawn up with 
the public firms). 

the contingent aspect pre- 
vails. It regards "interven- 
tion due to nobility and 
firm restructuring/recon- 
version . There is no p^jr- 
manent training for adults, 
except in a few cases on the 
basis of bargained agreemen- 
ts 

The trend is towards 
agreements. 
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n. 17 

How it effects 
the bargainias 
power of the 
social partners 



It strengthens the 
power of the trades 
unions allowing 
them to enter into 
questions concerning 
the organization of 
work, where as for 
the firms in general 
and with few except- 
ions, the opposite 
is true. 



The power of the 
sojiai partners does 
not appear '.veakened ; 
positive the results 
obtained in the 
Protocols between the 
public Companies and 
the T.U. Confedera- 
tions , 
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H 1 



^. 11 

see above 



Q. 15 

see above 



13 

see above 



1^ 

see above 



There are institu- 
tional changes coa. 
cerning the aooii- 
c at ion of Law 
885/8^ and Decree 
liV36 (C?L) 



Positive chaages 
in employers' 
attitudes as :»er 
point 11 



Not felt except in 
a few cases of job 
creation 



It; occurs in the 
mediuffl/large fi^ 
rma due to recon- 
version and restr- 
ucturing processes , 



:fo significaat cha/iges 
are to be noticed 



Some important 01>Z> projects 
have oeea carried out esueciaily 
m trade and service sectors. 



Initi3ti-.-;s for the conversion 
or enterprises in a state of 
crisis into co-operatives, 
especially in the following 
sectors: manufacturing, as?o- 
food-stuffs and services to 
firnis on tho increase. 



This is more frequen" for the 
newly-employed, for organiza- 
tional restructuring and/or 
for new and strategic functions 



Q. 15 

see ftbove 



Q. 15 

see above 



It ia of a conti- 
nuous nature in 
particular with 
regard to access 
to national/ESO 
funds • 



It is to be found 
following aooXica. 
tive practices. 



Inter-firm and inter-regional 
agreements are the most recurring 



There are no formalized 
aj5r«eraents concei'ning the 
intervention -of the institutes 



Q. 17 

see above 



It neither 
influences nor 
modifies 



It has been seen that the real 
participation of the social — ~ 
partners in the training 
process improves "-"^-ational 
Training. 
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0 1 
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0 2 



U 

3«e Changes are felt in chat the ojrTniricn^ rhA^j.a« 

above c.P.L. represents the nistorical as'jet bS'feuf §ne S?pes 

displacing of apprenticeship, ia tht- ^creater £tte'itio'i%<' 

Anyhow one ho^es in a relaun- the social partners to th^ 

ohing of the institution. problem of ths quality ^? 

vocational training. 

12 Positive changes in the role of one notes changos in rne 

see ^'^^ s?oj-f^ partaers caa be felt attitudes of the social 

direct agree- partners towards .-natfers con- 

ments and m the positive cc.ii'q- cerainig choices and t^e 

on outlook regardias decision v\ quality of vocational^' 

and implementation practice. trjinins. 



see 
above 



The";re is -^o significant 
change in •.■ titude ex- 
cept in the o^sa of requests 
for fuads for th© training 
of thos© laivi off. 



see 
above 



It occurs \n niediunj/lai''se firms, 
in particular i.a cas^s o.'* ^:e- 
otructuriufg and reconversion. 



Tl:)ie» small/raeaiujis 
not uauaiiy abla 
the direct costs 
with:.a the fi.rm. 



firas a,re 

to rr^eet 

of training 



Q. 15 
aee 



When it occurs it becojjes 
continuous. 



One notic ;s a tendency 
towards e constant use 
of consultations follo- 
wing t'hAnges in the la- 
bour market an«i cUie to 
tecimoltisical :;.nno vat 



16 

5(^e 
&bc vo 



The tendency is toward 
foraialised a^^re^ments 



In S'^Lreral it is to be found 
wi^n reg;?rd to nue applica- 
tion of pract:i,c^,i. 



Q. 17 

see* 
above 



I'c is held that today th'S 
con^jracting yower of the 
fix*rtis is weaJk:er thaxi <;he 
political w€!ii5ht of the 
tr>Ade 'inioas* 



IfERjcu;,- •.• 
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Q. 11 

above 



Q* 12 

see 
above 



Q. 13 

see 
above 
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Xn nraotiee thsre are no 
significant changes fe- 
lt, in that the norms of 
law ?3/^5, are still 
applicable » there is co- 
nsidieraole economic co- 
iweaience. 



Thfti-^e are significant 
changes with rogard to 
qualitj anC the targe- 
tting of vocational 
training, with top-class 
results. 



There are positive 
changes in carrying out 
training programmes th- 
anks to the positive 
roles played by the 
trade unioiis. 



0 4 



No significant 
changes can be 
felt, the CPL are 
stipulated with 
the institutional 
organizations. 



It lias come about 
in soiiie cases of 
th^ reconversion 
of ri^undant 
workers but no 
significant -■ cha- 
nges have been 
felt. 



0 5 



there has been 
a strong inter- 
nal institutio- 
nal change which 

opened up 
recruiting to 
the vocational 
schools. 



The public body 
avaa-Ls of the 
special norms. 
At the present a 
special pioject 

. for the employ- 
ment of the youne 

(law 113/86) is in 
force. 

The probieo con- 
cerns the retra- 
ining of un- ski- 
lled and, in 
perspective, mo- 
bility processes. 



.see 
above 



Q. lb 

see 

S.hOVB 



Positive changes can be 
seen alon& the entire 
].iae. 



It OCCU.TS :Li a 
continuo'is maarui' 



They havtf been 
sec*a ir some 
case- of t.he la- 
bour a...oiiity 
of redundwit work 
ers. The Pro to- " 
cols undertake to 
supply ampli* in.- 
formation and to 
ta:te suis'sestions 
invo consideration. 



?or internal 
trainivigr it can 
non be found 



It> does not 
occur in an 
institutional 
manner but in 
perspective 
should concern 
the entire area 



As question 
l'* 



16 

sae above 



It ta\(is place after 
applicative practice* 



Formalized agre- 
ements are dravm 
up as per law 
113/36 



tame;.:. 
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17 

see 
above 



163 bis 

1^ certainly strentheus 
the role of the social 
partners; the ambiguity 
of the role of the trade 
unions remains. 



If it existed it 
would atrengthep. 
the role of the 
social partners. 



186 



154 
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■Q. 11 

see 
above 



Q. 12 

see 
above 



15 

see 
above 



There are no si??nif icant 
changes lo ue noticed in 
apprenticeship. 



The legislative and negotions 
changes, within 'che amoit of 
CFL which favoured the spread 
of this type of employment, 
are considerable. 



There is a changs in the ideo 
logical attitude finding to " 
considering training as a 
productive inve' iment for 
firm ievelopraenc. 



Changes can not be felt, 
also due to a certain 
cultural backwardness in 
the trade unions. 



In general there is no great 
change in substance. la a 
autnber of medium/larse reali- 
ties with a strong tradeunion 
tradition the operative modali- 
ties of training are included 
in bargaining. 



At present the situation has not 
changed. The trade union holds 
that the guidance role must 
be played within the 
"Labour Agencies". 



^. 1^ 

see 
above 



Thij does not ^xist for the 
newly-employed, in cases of 
mobility it is expressed 
principally in company 
controversy 



Is not to be found in the larne 
firms (PIAT-ALFA) in general on 
account of processes of internal 
mobility. There are cases in the 
public area (G3?I) but almost 
nc chins ^or the newly-employed. 



Q. 15 

see 
above 



Generally speakiag it is co- 
ntinuous as information and 
is present in tradeunion 
claims. 



It occurs in a number of par- 
ticular cases but not in a co- 
ntinuous way. The trade unions 
claim continuity in training 
especially for the newly-employed. 



■4. 16 

see Generally formalized in the 

above medium/large girras, see IRI 
and EPIM Protocols. 



■4* 17 

see 
above 



It strengthens when it 
regards r>al training 
processes. 



firengthens the lole of 
trade union. 
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11 

see above 



In 198;; an agreement for the artisan sector 
was drawn up in which the social partners 
undertook to set up funds and institutions 
for the control of the training of apprentices. 



Q. 12 

see above 



v.hanges are noted particularly in the action 
of the social partners in defining the ge- 
neral, national and regional agreements: 

- the Confindustria/Trade Union (National) 

- the Confapi/Trade Union (.National) 

- the Inters iod/Trade Unions (National) 

- Confcommer-.i^-j/Trade Union (Regional) 



Q. 13 
3<»e above 



Participation is not a usual practice, it 
ocGur-i in cases of mobility supported by 
CIG, there is no lack of exemplary cases 
of participation. 



see above 



idam 



Q. 15 

see above 



idem 



Q. 16 

see above 



idem 



Q. 17 

see above 



It is necessary, in order to give an 
answer, to carry out a deta.-'.led survey 
in the Vocational Training centres. 



• 188 
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-5. 11 

see -^'^ changes are felt, There are oositivs tendencies 

above there ^re negotia- due to the stipulation of na- 
tions going on. tional and territorial agre- 
ements; lack of regional 
intervention in rnatters of 
inforaation. 



i 1 



Q. 12 

see in general nc^ great 

above changes are seen, 

which would be 
obtained by the 
institutionalization 
of the role of the 
social partners. 



One hopes for a greater parti- 
cipation by means of fortnali- 
zed agreements and an exten- 
tion of institutional spacff 
far the definition in parti- 
cular of modalities and 
employment outlets. 



Q. 13 

see 
above 



• No great changes 
are felt 



Still wanting. Requires a 
reform of C.I.G. 



Q. 1^ 

see 
above 



It occurs within To be found only in a few 
the large groups, cases of newly-hired and in 
in CPL and in cases application of 'a number of 
of intern'il oiobi- Protocols with public concer- 
lity. ns. 



Generaj. W 
yos with 
regrard to 
printers 



Q. 15 

see 
above 



Q. 16 

see 
above 



It appears in par- 
ticular as a res- 
ult of the intro- 
duction of the new 
technologies. 



The contingent aspect 
prevails. 



When it exists it Both arc to be found in 
is due to formalized different ways according 
agreements. to the various situation.'?, 



It is 

continuous 
different 
according 
to tne sp* 
ecific ca- 
ses. 

3y -".Jans of 
targc-jtted 
agreoments 
and appli- 
cative 
practices. 



5. 17 

ceo 
a'- jve 



It strengtcena the 
role of ti.e trade 
union 



Strengt.'iening the power 
of the social partners. 



The cc.Atrji'\t^ 
ing povgr 
of the i 

partti«!»rs 
remaii.. • 
'anchanr<;ii"d ■< 
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166 bis. 



Q.U 

Q. 15 

Q. 15 
Q. 16 

Q. 17 



S4 

No si/^nificant changss 
can be seen* 



Al 

No si^niricant changes can 
be seen. 



One notes greater atten- 
tion to trade-union 
matters, but not to 
quality. 



There have been no CPL 
in this sector. 



Past experiences are con- No significant changes 
sidered unsuccessful] there be seen, 
is no longer the will to 
participate in initiatives 
having no clear outlet. 



To be seen in some cases of 
training of redundant 
staff. 



Only in exceptional cases 
of bargaining concerning • 
redundant staff under GIG 
and invalids. 



It is generally connected 

with sporadic episodes 

and is in no way continuous. 



In informal consultations 
and in implementation 
practices as an exception 
to what already said at 
point 12. 



'Only as a result of ' 

e35ceptional 'contingent 
events. 



When it does occur it is as 
« result of formal bargain- 
ing and part of implementat. 
ion practices in the case 
of public funding. 



""^^^^^ ^P^^" '^'^ influence, 

ing, modify bargaining power 

but allows for the analysis 

of new problems. 
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'5- 18 

Aaseasment of 



training 
today 



in Italy 



167 



X I 



Inadequate conpareci with 
present needs. One hopes for 
a greater extention to gradu- 
ates (high-school and univer- 
sity), developing professional 
training towards a control of 
lanovatioa 



I 2 



Inadequate as it is 
a closed system. 
Greater expsrinenta- 
tion aiid models or 
alternation bef-'een 
•vork and training. 



19 

The reform of the 
legge quadro" on 
vocational training 
Uines for reform, 
short/mid-tern pri- 
orities and reco- 
nanendations for the 
improvement of the 
institutions. 



U?e;radins of the quality level 
of staff and structures, organi 
zational aethods, relations " 
with the firms and the social 
partners. Regional planning 
must become the centre of 
relations between schools, 
universities, and small and 
large firms. 



Relation between 
professional trai- 
ning and compulsory 
school. Hefor-Tiulation 
of the ambits of 
intervention . 



Q. 20 

The most urgent 
problems (scale of 
priority) 



Q. ai 

Recom.uendations for 
improving the 
institutions 



reorganization of the plannina 
and control offices for an 
effective es-. mate of the' 
acrtivitiea. 

increase in the level of 
financial resourcfls. 
redefinition of the philosophy 
a^d practice of activities, 
inclusion with a market logic. 



the trends in inuova- 



observe 
tion 

compare the adequacy of reso- 
urces (human, technical finan- 
cial; with the real aims 
know how to change continuously 
even if gradually 
dedicate 305« of the time to the 
activities, 205^ to updating and 
innovation. s ~ 



- rationalization of 
relations between 
professional tra- 
ining and the 

school 

- P/T during school in 

- reduction of pub- 
lic trainers and 
increase in room 
given to external 
skills. 

- monitoring funct- 
ion of labour ma- 
rket trends 

- de-bureaucratiza- 
tion of the pro- 
cedures . 



block the expan- 
sion of the 
full-time trainers. 



I9i 



: i 
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18 

see 
above 



19 

see 
above 



20 

see 
above 



21 

see 
above 



One notes a phase or 

changes favouring 
active labour raarket 
oolicies and new ten- 
dencies in support of 
the on«ooi^S innova- 
tion in technologies 



in certain crises, not iRejional unbaiince 

bad. Insufficient ia lack of a consi- 

relatiOQ to the requi- stent a:)r:native 

regents of the new fraaeworkt 
professions « 



It would be 
to interpret 
on the basis 
sent needs, 
due to the c 
taking place 
with a view 
already said 
18, would be 



sufficient 
the law 
of pre- 

However 

hajijes 

, revision 

to what 
at 

useful* 



training of trainers 
training executives 
who are experts in P/T 
revision of the places 
of training 
greater planning of 
the interventions 



the need of passing 
from an essea^-' -illy 
bureaucratic role to 
one of project-design 
and result assessmeat 
distinction between 
professional training 
and on the job coa- 
ching, so as to in- 
crement alternation* 



Greater invol'^eraent 
in planning and co- 
ntents 

• emanation of decrees 
concerning the defi- 
nition occupational 
and skill profiles. 

• possibility of pra- 
ctical coaching in 
firms after the 
vocational courses 
held by the region. 

► greater involvement 
in the firms through 
sta^^es . . 4 

- enterprenuriAl 
ining for creation 
new firms and up- 
dating of manage- 
ment with a view 
to innovatipns 

- professional up- 
dating for personal 
involved in techno 
logical innovation 
processes* 



' reater flexi- 
oility and co- 
ordination 



Constant updating 
of stuff concerning 
methodologies and 
contents. 



analytical 
investigation 
into needs 
definition of 
clear criteria 
greater co-or- 
di -nation between 
the centre and 
the outlying 
areas through a 
permanent tech- 
nical organiza- 
tion 

- restructuring 
of the ISFOL 

- promotion of 
Suropean Social 
Fund* incentives 

- :nore control by 
the social 
partners* 

- a generally more 
critical redefi- 
nition of the sy- 
stem 

- greater level of 
information to 
the workers 

- inclusion of au- 
tori:sed instead 
of bureaucraticai 
practices 

• compare experience 
with other count- 
ries* 



192 



159 

02 



01 



dynanic, uncontrolled, .vasteful, 
see above medium/low level, not up to 

' Diversified and 

raark-^t, rigid, oureaucratic, not hoojogeneous. 

prone to favoritism, unbalanced, iy6<?"«ou5. 
over-influenced by 5iiC directi- 
ves, excessively geared towards 
wage-earners and the lower 
skills. The alternation between 
scD»i_am work, between education 
and production is scarce. There 
is greater interest in the pro- 
blem of training. 



Q. 19 

see above 



20 

see above 



- strengthen of the guidance 
role of the Ministry for la- 
bour 

- revise the aims of professio- 
nal training 

- reform apprenticeship-reformu- 
late completely che modaliti- 
es of the system-set up dir- 
ect incentive mechanisms for 
firms and bodies promoting 
training activities 

- greater flexibility in ^.e pro 
cedures 

- specialization of the structu- 
res, and nen modalities of a 
more flexible and short-duration 
kind. 

- planning trends should be more 
autonomous with regard to those 
of the EEC and the should be 
greater power of proposal within 
the European Community. 

- greater control of merit at 
formal and informal level 



Debureaucrati 2 e and uni- 
form criteria and procedu- 
res. 

The territorial dispersion 
creates problems for the 
sector's programmes 



idem 



Q. il 
see above 



less rigidness in contracts 
and in agreements with Reg- 
ions, introduction of new 
figures, updating of firms, 
utilization^ of external com- 
petenoes, certainty and ra- 
pidity of funds, greater 
administrative control 



- constant updating of 
those involved 

- career Incentives 

•- professionality anr". 
meritocracy. 
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see 
above 
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0 2 



Very conx'usedi inadequate 
compared to real needs 



The coaplexiiy the 531- 
tuation has escaped the 
control of the experts 
Scarcity of financial re- 
Swjrces to incentive training 
vithiQ the fir'us* 



19 

see 
above 



need for updating in conne- 
ction with processes of te- 
chnological innovation 



Create greater unarkets for 
professional training put- 
ting an end to the present 
monopoly. Thf=^ f ir:ns' lack a 
significant role in runr^iar; 
the system 



20 

see 
above 



-direct relations between 
regional authorities and 
firm representatives 
• -permanent comraissioa for the 
planning of courses having the 
ef f ective pD.ver of allocation 
resources 
-maintainaace ^of constant 
relations wit^i the firms 
-involvement of --he schools 
-convergence of various 
institutional sectors in the 
regional planning committer 



greater efficacy and 
control of public spen- 
ding 

strong diversification of 
training offer^^d 
new incentives for the 
^irms investing in training 
(tax relief) 



see 
above 



It can be achieved better by 
bodies and Laatitutions or by 
anyone. ^. 20 are taken into 
consideration. 



Incentivate the mobility of 
teachers 

- requali/Vication of the 
training structures 

- inclusion of elements of 
enterprising ''culture'^ 



ERLC 
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0^ QC 

Only partially posit- Different d^no«^ 
Q. 18 Jve.Two negative ing upof wh«?h^S prevalenciy 

aspects; the cost of trfiainS is i? orientated towards 

Jj'i'^®^??-^*** saps in firo oS^n the consolidated sectors, 
the public training public inatifc,%s««e is fragmentary Lnd 

system are laid up5n IT institutions, wanting a! far as 

the shoulders of the intervention of changes caused by 

;if°f? V appears innovatioi are concer-*- 

the times between efficacious, vv^acer.... 

supply and demand of P- ic system 
training have become paside^ oeiap; lacking 
longer. is also scarcely 

response is given Productive, 
to the need for 
flexibility and tech- 
nological innovation. 



Q .19 



Revision of the exclu- 
sive competence of 
the Regions in planning 
and running training. 

Thk need for greater 
coordination and the 
participation of the 
social partners in 
order to discover 
Jointly effective 
needs. 



Needed; 1) Greater co- 
ordination between 
training processes and 
schools, 2) a clear 
distinction between 
training for youths and 
for adults, and also be- 
tween central and .region 
al competences, 3) a 
clear indication of 
where orientation and 
co-ordination are to be 
carried out. 



Q. 20 



Q. 21 



-Revision of the 
"Legge Quadro" 

- ^deconversion of 

structurts and 

the role "of teachers. 

-Greater coherence of 
training to the needs 
of production. 



Vocational orientation 

Reform of the Labvvar 
iUxchan^es. 



A general plan for 
training is required 
from which emerge: 
-the programmatic 
lines, iuiciauiv 
-systematic collabor- favoured* 
ation with research 
centres, 

-adherence to the 
presentjand mid-term 
requests of the 
carket. 



The Regions must 
become the centres of 
planning. 

Pluralism of training 
initiatives must be 
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S 1 



3 i 



see 
above 



fixtremely defective, SxtreT^ely d^feci-ive^ 
almost nothing worses; the training axe 
in the norths in .lot addressed in 
general courses for correct ter7»s. 
obsolete and old 
professions are 
held, in the south 
the situation is 
even worse 



extremely co-ii'jsei 
ex-ten^pore and noT: 
tiir^iie'rted at laooa: 
policies. Little 
attention zo nhe 
probleM of new 
orof essiondl jro- 
f iles , except' in 
a few cases' 



19 



see 
above 



Q. 20 

see 
above 



21 

see above 



closer link vith 
the local economic 

and social stru- 
ctures, and with 
the schools, uni- 
versities and 
research ce.itres 



requalif ication of 
public trainers 
invest.Tieat in 
structures and 
instruments 
specialization and 
skilling for young 
people with a ge- 
neral schooling 
introduction of 
courses for the 
refresher training 
of the employed 



the institutions 
fnust carry out a 
role of liaison 
and integration 
so as to utilize 
to the most pro- 
fessional capabi- 
lities existing 
on the iiaricet 
reduction of the 
imo jrt T oe of the 
public trainers 



'Greater decentrali- 
zation and flexibi- 



Greater r:le of the 
regions in planning 



lity* Greater role for a greater ooordinat- 
the Regions* ion between fne 

central and the lo- 
cal authorities* 
Greater fle:cibility 
and a greater role 
for the Social 
partners in proje- 
c t in g , pi ann i ng ; 
tne need for 
control of results. 



Observatary of the 
labour market 
a complete over- 
hauling of the tra- 
ining process with 
great corrispondence- 
to real needs 
transformation of 
the regional trai- 
ning centres into 
service centres 



improvement of the 
bureaucratic orga- 
nization and com- 
petence of the sub- 
jects 

creation of experts 
competent in Profe- 
ssional training 
systems 

debureaucraticiza- 
tion and qualifica- 
tion of the structu- 
res* 



the creation of 
vocational suidance 
Committes 
training of the 
trainers 
elimination of 
automatic mecha- 
nism for pay-nrnt 
of consolidated 
debts ;fund3 of 
training structu- 
res • 

rational ization 
of the relation- 
ship with the 
schools 
setting up of 
pilot centres in 
collaboration with 
the schools 
greater role of 
the i?ir:ns 



the realization 
of real control 
by the regions 
g :eater flexibi- 
lity 

verification 
of the results 
obtained by tra- 
ining interventions 



ERLC 
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173 



printing sector 



• unbalance oetween ambitious lep-i- 
siation and the scarce quaiity'^r 
the structures ji 

' ifloJ^^^^® intervention 

- lack of co-ordination .vich the 
productive system 

- lack of training for adults 



It is necessary to 
respond to specific 
-ieeds som.j industrial 
ssctor with regard to 
types of courses and 
duration of trcining 
activities. 



- review of the delegation system 
and revaluation of the role of 
the firms 

- strengthenij of training fjr adults 

■ n!?f^^'^''''®i°^.^^^ institutio. 
nally involved 

-liafeon with the school particula- 

tion ^^^^ orienta- 

tion of the young and of adults 



■vithin the li^es set down by the 
Ministry. for Labour there is 
upfe-at need for a deep-rooted 
refora of the modalities for 
running the professional training 
centres ° 



- training of regional personnel 
at all levels involved in pla- 
nning and carrying out profe- 
ssional training 

- training of the staff with che task 
Of controlling training activities 

- development of an Observatorins: 
system ° 

- opening up to the utilization of 
competences coming from the market. 
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173 bis. 



S4 

Q« 18 The present state of things 

is not uniform. Training in the 
institutions is not connected 
with the working world while 
within the firms it is assuming 
greater aiid greater importijice; 



Al 

It is not rn keeoiax 
with the needs of 
the labour market. 



19 



Q. 20 



It IS necessary, but not with a 
view to greater centralization, 
Rigidness must be illiainatdd 
and non-institutional skills 
recognised. 



- Study of the labour market 
and its mechani.-ims 

- Greater integration between 
▼ocatioaal training and 
enterprise required • 

- Training of the trainers 



It is required in order 
to create greater 
collaboration between 
the State and the Regio' 
reater flexibility, 
more experimentation an- 
greater collaboration 
between the institution- 
and enterprise achieved. 

- Multipurpose prgramme- 
and contents 

- Training of the 
trainers with contin- 
uing refresher 
courses. 



Q. 21 



Greater attention to the 
service's area and concre-L-e 
assessment of the results. 



It is necessary to 
intervene with regard tc 
the quality of the 
organization of 
the vocational training 
syatem. Forms of 
collaboration between 
the parties directly 
involved must be set up 
with recourse to research 
and experimentation. 
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Q. 22 

Modality for Indirect access The aeed for 
access to natio- but only for institutional 
nal and aSC large-scale. For mediation i;: 

^^^^s the firais proo- connection with 

ably direct access to funds 

access, with 

public control 

and adequate 

powers of 

sanction 



Q. 23 

Participation by 
the Social part- 
ners in the tra- 
ining of trainers. 



Very limited 



limited to general 
planning of inter- 
vention. 



The training of 
trainers takes 
place following 
bargaining with 
the representa- 
tive organizations 
The role of the 
firms non - 
existent. 



Impact of the 
joint and/or 
bilateral organ- 
izations upon 
improvement of 
the professional 
training system 



Certainly, yes, 
as the permanent 
place for con- 
frontation and 
choice of the 
interventions. 
The best method 
is that of the 
co-managed forms 
using common 
funds obtained 
even by means of 
pay increases. 



Difficult to 
estimate at the 
present, need for 
verification of 
results in time. 



The public and 
bilateral bo- 
dies seem 
useful for the 
raising of the 
qualitative and 
the "tailored" 
aspects of 
training. 
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H I 

see above Preferibly direct Preferibly dirtet 



J 2 



access ^ Access wi^h ir!!' M^i'-^tain both 

access vith grea- forTs, diffe- 

ter control of the rentiatinr t^^en 

ijnplemeatation of m tSe differlat 

the activities cases ■'''^^^^•^^ 



5. 2* 

see above 



Very limited 



Foreseeing new 
professional 
figures ab^e to 
design evaluate and 
control projects. 



:'on 



existent 



5. 2^- 

see above 



Positive, as long 
as training concer* 
ning specifically . 
finalized projects 
be carried out 



Redefinition 
of the national 
character and of 
the aspects of the 
joint bodies' 



Positive, on 
conditioft that 
they are not 
involved in 
actual .running. 
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see above 



0 1 



There are problems 
of quality to be 
considered case by 
case. Institutional 
mediation is overly 
bureaucratic . 



0 2 



It aight; be achieved 
rnore eas:ly by bodies 
and institutions or 
by anyone as set do'vn 
at answer iO 



: 3 



Preferably through 
direct channels 
but within the 
sraall/niedium firr.s 
it is better to 
favour cooperati- 
ves and associa- 
tions between 
f iras. 



Q. 23 

see above 



Does not exiat 



It does not 
exist at the 
raooent, but the 
need for it is 
felt 



see above 



Difficult to judge: 
it is a problem 
presently featuring 
in the bargaining 
agenda. 



No, the only 
guarantee is repre- 
sented by the actual 
working of the Co.-na- 
issioa as per v. 20. 



Only in some 
cases, because 
the idea of 
co-najiageaent 
is a distant 
cultural 
reality. 
Set up concrete 
common ejrperi- 
aentation' on 
specific pro- 
blems concer'^-'ng 
Che involvemt: , 
of the social 
partners. 
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see above 



0 



Prefer^gibly direct 
access 



177 



0 5 



Direct access is Tiore 
practicable except 
in the cases of forms 
of employment of the 
young according to 
the special laws 



Maintain both 
forms as cc-n- 
pleraentary the 
one to the 
other 
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see above 



It does not exist 
in the present state 
of affairs 



As question 22 



Yes 



Q. 2^ 

see above 



See answer to 
question n. 19 



In general it is 
held that these 
bodies have a posi- 
tive effect. 
It is a hypothesis 
difficult to actuate 
under present 

irdust rial-relations 
conditions 



Yes, there is a 
concrete case 
being experimented 
in connection with 
school orienta- 
tion. The acti- 
ve participation 
of the social 
partners is the 
a:isv/er to a pre- 
cise deaand for 
integration in 
the training 
system, coming 
from the young 
themselves. 
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Q. 22 
see above 



The educational and 
trai:iins level and skill 
qualirication oust be 
established by the ii- 
stitutions* Therefore 
direct access must be 
accompanied by precise 
guarantees over the 
single firms by the pu- 
blic authorities* 



Both fsystec'^s can 
coexist but grea- 
ter collaboration 
between firm^ is 
to be hoped for* 
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see above 



Does not exist in the 
present set - up 



Probably yes 
in the direct 
relationship betwe- 
en the trade union 
organizations and 
the regions* 



Only coa*"ractual 
interventions 
on skills exist* 
All the .rest 
missing and this 
is a central 
problem in pro- 
fessional 
training. 



see above 



Theoretically it should 
be useful as it regards 
those directly involved* 
The present experience 
is limited and fragmen- 
tary and does not allow 
one to understand the 
reasons for its bad and 
insufficient functioning* 



Useful for greater 
involvement of the 
social- partners 
and for the S'itting 
up of a new phase 
based on joint - 
management models 



Yes in that it 
acts as a buffer 
in case of con- 
flict. 

It can also be- 
tter the link 
between training 
supply and 
demand. 
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Q. 22 

see above 



Direct access is prefera- 
ble, also seen our own 
positive experience in the 
sector. 



3.-; 



Q. 25 

see abo>^e Yes, directly through the The answer is 

intervention or the pro- prevalently negative 
vincial bodies and 'coaimitt - 
ees for professional edu- 
cation of printers 



see above Yes, very positive on the There are very few concrete 

basis of ejcperience being cases in Italy that should 
carried out since 1950 be verified. In general: 

- on a theoretical plain 
answer is yes 

- the concrete rel-jtion- 
ship between training 
and production would 
improve 

- the institutioual con.- 
petence of the social 
partners concerning the 

training problem would 
iaprova 

- the bodies shoild be 
run on strictly manage- 
rial lines avoidi.ig stasis 
and rigidity and resi- 
stences that characterize 
in the worst sensse some 

of the public partici- 
pations bodies of recent 
institution. 



r 
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Q. 22 



S4 

l^^^-^P^^^ arable to maintain 
oorn direct and indirect 
access* 



Al 



Direct access is advisable, 



Q. 25 



It is iifflitod to planning ox" 
intervention and is almost 
non-existent as far as running 
and control are concerned. 



It is limited to the final 
assessment phase and only 
to cases involving oublic 
funding. 



24 The effect should be oositive 
and should improve quality if 

tailored as ^services to 
the iirms and to meet the 
needs of the v^oriciag world. 



They would be useful as 
mechanisms of control and 
orinetation of activities 
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Spamary and GoneluflSnn 
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5«I Awarene ss of the crisis as a premise to charif^e. 

Points of Crisis and new trends in participation in the 
training system: these are the focuses of the present rep.rt. 
The analysis and the attempt at explaining the deficiences pro- 
ceed hand in hand with the identification and the assessment of 
the innovations taking place in the role of social partners. 

Both the empirical survey concerning the attitudes of the 
social partners and the case-studies offer important material in 
support the initial thesis of this study: that is, that the crisis 
of vocational training is closely connected with that in industrial 
relations, and that, therefore, an improvement in the quality of 
participations in the training process is required both for the 
efficacy^ of training and for the functioning of the dialogue be- 
tween the social partners. 

Awareness of the state of crisis in which vocational tisiiri^ anc 
participation 1^ trainins stand a^sais from the purvey, to be 
widespread and critical. Two are the discriminating features of 
this state of crisis: on the one hand, the insufficiency and inad^qua- 

existing participation; on the other, the absease 
of the role and of the participation of the soci^.- partners in 
many fields crucial to the training experiences, particulary 
those offering more prospects for the future. 

participation is Judged as being limited, 
generally inefficacious or even harmful at times, insofar as 
it takes the form of bureaucratic topheaviness , of impediment 
against -and rigidness in-roconversion of labour processes, 
inadequate in handling the new demand and in stimulating and 
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requalirying the supply. Of equal gra/ity are the rrcbleras posed by 
the participation that is non-exiatent , because the aocial partners 
are absent (in those sectors devoid of the Trade Unions), because 
participation is "submerged", in that the workers and employers are 
not represented by collective organir-ations belonging to the industrial- 
relations system, or, finally, because participation is "hidden", in 
that the workers and the firms act "informally" within their orga- 
nizations and are unable to influence policy and/or make their 
experiences known. 

Both the reasons for inefficacy and those for absense are linked 
with the "quality" of the industrial-relations system and with the 
"defects" caiasd by its failure to com* up to date and meet the 
changes taking place in the industrial-economic conditions of the 
eighties. The most important factors which emerged from the survey 
are the following: 

1) First of all, the "conflict-dependent" nature of participation, 
connected with contract deadlines or with Che settlement of industrial 
disputes. Thus training appears more functional to the "pathology" 
than to the normal, consensual management of social relations. The 
conflict-solving or conflict-preventive function of training ;>revai;s 
over the physiological and regulating one and adapts itself with 
difficulty to a process such as training which takes place in a 
continuum foil cwi^s alow, gradual . timing, and pace, that is the 
timing and pace of learning. The clash between tha continuous 
process involved in training and the episodic character of the 
attention of the partners leads to a low incidence of influence 
and above all, creates the impression that agreements, the con- 
tracts, the legislative achiev'fenHit even the structures and 
institutiontj of participation have little efioct upon the real 
process which goes along its ovu way. 
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2) The "policicization" of the role plajed by the partners. 

This characteristic, which reflects an aspect of Italian industrial- 
relatixiB system, is perceived, f reqie.ita;)" as a limitation of 
efficacy. Of course, "politicalness" and political conflict in 
industrial relations are not in themselves symptoms of mal- 
functioning. They are seen as such, however, when they "exploit" 
the themes of training to fight more ge.ieral battles of a political 
nature, when they do not take into account the specific aspects 
of the training question, and become the tools of ideological 
rigidness, of preconception, prejudice, of abstraction and super 
ficiality, In recent years a return to and a trend towards the 
development of a less political and conflictual system of industrial 
relations, with greater attention towards real problems, including 
training, have been noticed. The importance in this context of 
the role of the Trade Unions' Research Institutions nas been 
pointed out. * 

3) The "distance" between the subjects represented and institu- 
tionalized representation in the industrial-relations system. 
The single workers and single employers who avail of the training 
processes often remain mere objects father than the subjects of 
participation in training processes, and remain outside and without 
influence. The growing complexity and diversification of the 
industrial production structures, the demand for and instruments 

of flexibility pose valli grov^-S insistence .end increasing fr quency 
the question of the sdequ8cy of the representation system, when 
they do not question the very legitimacy cf representation itself. 
The lack of clarity as to whom the ?ocial partners represent, 
.rs to their mandate, as to its extent, as to what constraints of 
control and accountability they are subject to, and even more 
so as to whom they do not represent, does not facilitate the 
solution of the conflict of interests involved in training and 
leads to the belief that there is a broad rift between institu- 
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tional mediatioQ and the grounds of encounter by the partners, 
that are often hidden or "submerged" by informal practice. 
^) The inefficient "prof essionality" and lack of specific compet- 
ence of the Social partners invol^eaient. klso due to the prevalence of 
the aims of political control, not always do the partners appeal- 
able to mt^cer and thereforfi condition the technicalities involved 
in the training process, pedagogical matters, organization and 
institutional questions, and aspects connected with the economic 
and technological workings of the labour market, Besid'js, the 
demand by the production system for specific training of a 
technological-technical, non-standard, tailor-made nature , closely 
targetted for professional profiles and job prospects, is on the 
increase,. The growing gap in competence has often been transformed 
into an excessive and uncontrolled delegating, with re::ard to 
the concrete aspects of training, to the experts, to the "professional 
trainers", to the executives responsible for training, thus ^^rivilegin:- 
measures "half way" between "basic education" or "the promotion of 
industrial culture" and strictly professional training, and thus i-sd- 
equate at both of these levels. 

5) And finally, the difficulties met by participation in understanding, 
following and favouring innovation and the experimentations emerging 
in the training process. This point deserves to be illustrated 
through some (though not oxhaustive) examples which this study has 
pin-pointed. 

5-1) It has b:en pointed out (see the ISP0L-G3S0S research too) how 
the role of the socia 1 partners is particularily lacking with 
regard to in-firm training. Nonetheless, it assumes weight and 



ERIC 210 



134. 

i.-nportance in bargaining within the larger enterprises or groups, 
above all in relation to the more serious production and de- 
industrialization crises, in connection with (and/cr in alternative 
to) recourse to CIG and for workers having aedium to low skills. 
It is widely accepted, however, that new training trends are 
taking the symmetrically opposite direction towards re-evaluation 
o£ in - firm training even within the smaller to medium size firms, 
in new and up-and-coming sectors and for workers with medium to high 
level skills. This contrast illustrates the "comparative disadvantage" 
which displaces and penalizes the traditional and consolidated role 
of the social partners. 

5-2) The relationship between training processes and the internal 
labour market s that is the organization of work, qualif icatf on 
systems, pay scales, career structures and internal mobility etc. 
is becoming more important. On the one hand, the need to recognise and' 
re-evaluate the role pf the social partners is thus reinforced. 
In fact training involves the more proper and traditional terrrins of 
industrial negotiations. On the other, this role meets greater 
difficulties on account of the quality of participation as 
illustrated above. In order that participation in training may condition 
the internal labour markets it must be less controversial and more 
p"Ocedural and continuous, be aimed more at skill specificj cy and 
be less vague, general and basic, esides, the dialogue between the 
partners at firm level is the most critical area as far as the insuff- 
iciency of the industrial - relations system is concerned. 
In many firms, above all in the small and medium-sized sectors. 
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there are no industrial relations at firm level and therefore 
participation, if it exists at all, follows informal and sometimes 
extra-tradeu, ion practices. This explains the apparent contradictions 
that the o.ise-3tud7 in the banking sector evidenced: that in those 
very internal markets where there is greater development, where 
training takes on an explicit .idustrial-relationi significance, 
due to reasons of objective incidence, the role of the social 
partners often tends to be slight and marginal. There is, from this 
point of view, almost a trading off between the quantity and the 
quality of participation, between the quantity of negotiated or 
consensual regulation required to make the internal market work 
and the conditioning presence of the social partners formally 
changed with negotiation power* 

5-3) The double significance of professional training: on the 
one hand, as investment in human capital and in the social and 
political advancement of workers, and en 'the dther hand as 'an 
instrument ef the firms' organization of production, is reflected in 
the counterpoising, used traditionally in trade-union argumeni:ations, 
between "true training" and "mere coaching or updating". A more 
technical and less emotional way of expressing this difference 
refers to the different "marketability" on the external (MEL) 
and the internal labour (Mr ) markets. The existing participation 
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mechanism, for the reasons already mentioned, allow for greater 
interaction in matters of training for the external aarket; 
that is training with a very high social-emancipation and civil content 
Which the workers avail of as individual (Uti, Singuli) i.e . ind.pendentl;/ 
from tLeir specific skills. "Coaching" instead is considered 
largely beyond the scope of institutionalized industrial - relations 
mechanisms. This leads , however, to at least, two further contradictions; 
on the one hand, the traditional "refusal" of training that does not 
go beyond a mere production investment is a r^cesary corollary to the 
limited involvement of the trade unions within the firms and in 
firm-specific questions, which has characterised the Italian industrial- 
relations mechanism (see Pizzorno) developed during the post-war period. 
This has.iaplied a limited amount of rules governing in-firm 
activities, with the institutionalized .presence of the social partners 
limited to the larger firms and connected with general and not firm- 
specific questions and with social protection- objectives. On the 
other hand, the urge towards strengthening industrial relations has 
led to loading MEL training .with structnrinp; contents (proper to 
MIL) by conceiving MEL almost "as if it wore" MIL on the basis of 
systematic and "organistiC visions borrowed from the prevailing 
ideologies (i.e. Catholicisa and socialism). The outcome has been 
contextual excess of participation, given the fact that the 
consensual management procedures tend to manifest themselves 
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as Pi«idiies6 and as an impediment to M£L,and at the same ti.-ne as 
a Of participation because the partners remain on the 

margins as far as the processes of restructuring of mil are 
concerned. The contradiction lies in the fact that the partners end 
up playing a greater role in "deregulating" training processes 
(to meet the flexibilization requ.:ements of the market) than the 
role .hey play in "re - regulating", that is, in establishing 
new rules to govern the internal labour market. 
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5«2 Innovations and trends 

Parallelly to the growth of awareness of the crisis and of 
the difficulties, indications of positive outlets and of innovating 
and experimental experiences are on the increase. In general a 
nuaber of tendencies emerge, to a certain extent common to those 
emerging in other European countries, towards whiffh research and 
the demand for greater efficacy of participation in the training / 
system, are orientat«<i« 

1) Firat of all there is a tendency to overcome the "formal" level 
of participation, which limits itself to defining the normative 
framework of national and regional legislation or of collective 
bargaining and to arrive at company-level agreements. This trend 
moves, roughly speaking, in two main directions: on the one hand, 
participation tends to follow the practices of implementation of 
the norms and the agreements. These practices concern the phase of 
realizatijn and control of training, the "effective carrying out of 
projects, the operative targetting of training to meet the needs 
of restructuring in production, of access selectLcti , of mobility 
etc.. On the other hand, participation becomes more continuous , 
less connected with controversy and conflict, and also more 
concerned with evaluation and control. Conspicuous examples of 
these trends are on che one hand the acceptance, within some recent 
agreements concerning CPL, of the "silence-consent"principle , as a 
condition for the automatic approval of training projects; and 
on the other, some firm-specific agreements (such as ITALTSL) 
which foresee a role for the social partners during the entire 
course of conception, planning implementation and evaluation of 
the training process. 
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a) A second quauryias inaovatioa is the tendency to extend accents 
Of participation to the efreotiv, running of the processes. This 
way the role of the social partners has to face hand-ing the 
specific aspects of the training process, fro» outlining the 
contents to for.seeing outlets, from oiethods of financing, to the 
organization of courses, from the definition and control of curricula 
to the Choice/assessment of teaching staff, from participation on the 
examination boards to establishing standards. If the 

prevailing experience sees the role of the partners as ; ■ .x.ed to 
Planning anl direction on the one hand, and on the other .ontrolling 
and assessing, there are also a number of experiences carried out 
Within traditional jointly managed training bodies such as the 
printing «nd building sectors. There are being looked at with 
growing interest in the hope of expending to other sectors or areas, 
th, modalities of diroct management by the social partners. In 
recent renewal of contracts, a number of formi of joint Committee 
or Of Bilateral Bodies having observation and coun^ lling powers 
also With regard to matters of training, have been adopted. These 
oases have been examined in chapter two. 

3^ A third tendency is that towards enrichment, towards secct-ial. 
local and territorial dl^rsification of participation in the 
training system. In this way the supply of labour tends to 
adjust to the demand which is radically changed by the modalities, 
the intensity and t..e pace of technological change.l'The training 
supply tends to place itself closer and closer to the source of 
innovation... each time that the change in working conditions requires 
aew types of know-how and new multi-discipline structure (Vita)". 
With the need of targetting training processes, the possibility 
Of standardizing diminishes, reference-models lose their value. 
In this new context freedom of planning, the role of the single 
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worker and Tirm, participation at local level, public/priva 5e and 
institution/market interaction, are all exalted. One of the leii 
motifs running through proposals of reform of the "legge quadro" 
(framework law) is this: that of re-defi.iing relations between the 
central and the local authorities in matters of training, and of 
providing for forms of direct support of " training promoted oj firm 
initiatives" ("formazione di iniziativa aziendale"). The corrispondenct 
between the structure Ox training supply and the demand should be 
guaranteed by the labour market's decentralized institutions 
(Observatories, Agencies, Labour Exchanges) in which representatives 
of the social partners participate. However, this exirjency is not « 
void of couatertendencies, of resistance, of contradictory thrusts, 
in the name of a quest for co-ordination and planning from above 
and in the face of risks of duplication, overlapping, dispersion of 
resources which multiplication and diversification of initiatives 
can lead to ♦ ^ , • 

• 

^) A ^.'»arallel trend is that towards the e xtension and multiplication 
of the confrontation/negotiations/conf lict terrain within the 
training system. This extension concerns new collective sujects 
(let us recall the cadres' organizations) new professional profiles 
(managerial and enterprise training) new institutional instru-nants 
(Data Banks, Observatoriess for the analysis, and control of qualifi- 
cations and technologies, Centres offerint^ services to firms). 
In this latter case training is highly specialized and targetted, 
in that it becomes a part of a services packet aimed at specific 
objectives: youth employment, aid to small firms, technological 
support etc.. 
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5) There is r.newsd emphasis upoa - ■ ^^.-tir^ .reining and 

upon partioipation in training within .h. ^^.^ ^.^^^^^ 

^ ^^"'n°l°Sio«l/"rff.n1 ration and of an industrial-relation, natu 
On the one hand, there is greater demand for higher white collar 
and nanaserial (often firm-speoifio) qualifications. Other reasons 
are restructuring of the internal labour markets and of tne careers 
system, the need for flexibility in organization, for multipu.-pose 
qualifications and for systems of informatics. Therefore on-the-job 
coaching is no longer sufficient but insti tuzionalized training 
(also Of a theoretical nature) at firm level is required. On the 
other hand, there is a demand for greater control by the firms 
over the training processes, in order to guarantee greater targetting 
and adaptability. There is alsc the need for the trade unions n=t 
to be excluded from the control of microe»ncmic processes and the 

reed to strengthen and render more concrete its presence within the. 
firms. 

The form that this re-evaluation takes are fundamentally three: ■ 
(a) First of all the experience of the GPL. The agreements on 
these have played an important part in simplifying and de-regulating 
the procedures, in disciplining the specific aspects of training 
(hours dedicated to theoretical and technical-practical training, 
trainers, certification, employment, outlets. the place, the 
institutions, subsequent placement etc.)in creating bilateral technical 
commissions etc.. There are also examples of GPL at local level 
such as those of the Unione Industriale of Turin and the Federliguria 
(Turin's and Liguria's Employers Associations) concerning small to 
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medium sized firms, wnich have see n considerable tradeunion 
involvement . 

(b) Secondly, tradeunion participation and involveMMt in in-firm 
training processes has been noticeable in the caae of restructuring 
and s^akingout of surplus staff. This role has been formalized of 
company-level agreements such as those of the FIAT, ITMT.^L or 
Alfa Romeo. 

(c) Finally, some large enterprises teve re-evaluated their own 
training centres (as is the case of Elea-OlivettL , Isvor-Fiat , 
Reiss Romoli etc.). In some cases there hc*ve been requests for 
information and par vicipation in the activity of thtse institutions 
especially by the cadres' associations, 

6) Vocational training has become one of the privileged grounds 
for innovation and experimentation in industrial democrac y. 

The Protocols stipulated bc-tween the trade unions Confederations 
and the public-sector companies '( IRI, iSFIM, GS?I)all contain 
more or less ample provisions. In some cases joint committees for 
training have been set up (see GSPI). In other cases "training and 
information seminars... promoted jointly" are foreseen. Finally 
in other^ agreements on the matter vocational orientation and 
school-to-work transition have been drawn up (see Intersind-Trade 
Unions ) . 

7) Lastly, training has become a central element in ,1ob creation 
and enterprise creation policies, within strategies of intervention 
in local systems (local employment initiative's). In these cases 
training is connected with partners offering packets of services 

to the firms (especially to new and innovative ones), and creating 
a network of intsrvei.tion, involving training, research and education 
In all these initiatives at a still largely experimental phase, 
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the involvemeat of the social partners -is seen as a .necessary ^^omnt a£ 
what has been called an "endegenoas development model". (?ua'). 
Trends and innovations in a phsae or transition and change 
inevitably create contradictions, overlapping, someti.-nes confusion, 
often error and dissatisfaction. Squally inevitable in this • 
state of affairs is the emergence '^^ a demand for rationalization, 
co-ordination and revision of the legal framework. The social 
partners v,oc have supported this demand that has recently taken 
the form of proposals for reform of the laws governing vocational 
training, in particular the "framework" law of 1977, 

It is probably too soon to assess the outlets and outcomes 
of this experimental phase, and to codify them i.i terms of a 
"definitive" re -definition of the legal framework. The recent 
proposals of the Labour Ministry have, nonetheless, clearly identi- 
fied a number of decisive themes for confrontation, involviag 
the social partners too, into which to ohanhel research and 
further experimentation. First of all t he link between the 
training s.ystem and education policies; to what extent basic vo- 
cational education, can or must be made available by the school- 
university rystem and t» what extent it requires the ad hoc para- 
scholastic structures of the public or semi-public training 
organizations? We seem to note a converging trend towards 
the "de-scholarizatioa" of training and towards the 
"professionalization" of schooliiig particularly at higher levels. 
The second theme of reform is that of the centrali 7.f>ri>d<^P.pritrali2ed 
institutional or ganization of training and therefore of 
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. participation in that system: further de-centralization and/or 
rftcentralization, co-ordinatioa aaiong the various levels of 
institutionals autonomy and/or the competitive .multiplication 
of structures and initiatives? This report points out some 
trends in innovation and experimentation carried out that have 
an important bearing o n this question: that is the tendency towards 
bargained deregulation" aimed at creating new areas for bargaining, 
that is the substitution of legislative and contractual obligations 
by specific bargaining procedure geared towards decentralization 
and plant-level agreements. The agreements concerning CFL which 
accept the "silence is consent" principle move along these lines 
and attribute to participation ia jointly- managed local technical- 
consulting organizations an essentially arbitration function 
(besides the planning function) rather than a management-admini- 
strative one. This tendency seems to us to represent the intersection 
between paral.i el processes of the evolution of the training 
system and industrial relation a : the relaunching of bargaining, 
the "legif ication" and simplification of administrative constraints, 
decentralization and attention to local systems, the bilateral 
dimension (in agreements and in institutions) and direct relations 
between the S.P. without public intermediation, the emergente 
of new subjects such as the cadres' organizations, youth movements 
etc.. Certainly these tendencies come up against the above mentione . 
difficulty of making the social dialogue work within the training pro- 
cess at firm level, particularily inside imall firms, and against 
similar difficulties met by the new firms, the growing importance 



221 



195 

of Which within th8 industrial structure, is widely recognised. 
There are significant experiences of agreement and participation 
initiatives at local level aimed at supporting the creations of 
new firms. There are also interesting cases of training in managerial 
and entrepreneur skills within the amoit of policies of enterprise- 
creation. It has still to be seen how and to wh...t extent this 
Will involve single entreprene.irs , aaw and potential entrepreneurs, 
and individual workers, young people in search of a first job; 
and the unemployed. It remains to be seen what happens where the 
industrial-relations mechanisms are wanting, or th-3.e is no training 
activity^ and if it is possible to devise incentives powerful enough (not 
neoeasacqjr coersive and binding legislation) to institutionalize 
and render effective participation in the training system. 

It is well known that the training system in Italy is 
characterized oy a fundamental dualism: that between "explicit" 
and "in3titu-:ionar^ training and implicit or >'sub.Derged"tr^s 
which is based upon decentrali zation of production, precarious 
employment in small subcontrnctmg firms, the learning implicit 
in the creation (or rather the creative destruction) of firms. 
Even industrial relations have their own "implicit" or submerged 
dimension which often proceeds hand in hand with submerged training 
processes. 

The great challenge of the nineties is to maJce these 
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hidden processes emerge and be re-institutionalized in. order to 
give a tnore decisive and representative role to the social 
partners and greater efficacy to training. 

Due -0 the fact, as mentioned in the historical 
analysis, that the strategies of the social partners have played 
a considerable role in "submerging" a part of the training 
processes and of the industrial-relations system, this task 
becomes not only necessary but also possible. 
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